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CHAPTER-1 
OVERVIEW OF TRAINING 
INTRODUCTION: 
“People and their managers are working so hard to be sure that things 
are done right, but they hardly have time to decide if they are doing the right 
things.” 
The efficiency of an organization depends directly on the capability 
and talent of its personnel, and the way they are motivated capability of a 
person depends on his ability to work and the type of training he receives. 
The training of the employees is taken care of by the organization.  Since 
training inputs may vary from on the job experience to off the job training, 
most of the organizations undertake some kind of training; Most of the 
organizations undertake some kind of training for their employees. In Indian 
context, Training and Development activities have assured high importance 
in recent years because of their contributions to the achievement of 
organizations objectives. 
The current fashion in the language of training is to call it an 
investment. Instances of economic difficulties, the training budget is often 
cut. By renaming training costs from an expense to an investment, training 
managers are expecting to protect their budgets. 
 There are three terms which are used in connection to learning - 
Training, development and education. The words Training and Development 
are used interchangeably. All these three terms can be used in consensus 
with Training at the one end, education on another and development falling 
in between the two. The term "Training" is concerned with impacting 
specific skills for a specific purpose Training has been defined as the "act of 
increasing the knowledge and skills of an employee for performing a 
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particular job. The term Development refers to the nature and direction of 
change induced in employees through the process of Training and Education. 
Development has been defined as, "all there activities and programs when 
recognized and controlled, have substantial influence in changing the ability 
of the individuals to perform their tasks in a better way." 
 
The difference between Training and Development is on two grounds: 
(i)Contents of the Programmes at which these are directed. 
(ii)The level of the employees at which these are directed. 
 In the olden days, Training programs focused on preparation of 
improved performance in a particular job. Most of the trainers came from 
operative levels and therefore training for them was very necessary. When 
supervisory problems up surged, steps  were reactively taken to train 
supervisors to exercise better control and supervision with the passage of 
time problems in the technical aspects of the job because more acute, such as 
the all important area of human Relations. Similar problems were faced by 
the management group also, related to now managers need to change their 
approach and attitudes in order to cope up with the new challenges faced by 
them. This required a total we look at the way management utilized the 
organizational training capacity with reference to the entire work force, 
including management cadres. 
 However, the utilization of Training methods for the management 
cadres did not have the same objective, that is, training of persons to perform 
a particular job but it was extended further, total is, to make a person a better 
manager with the higher skills necessary to handle a variety of key jobs in 
the organization people in management group have to perform variety of 
jobs and for the very mason the managers need to be trained and developed 
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to handle a variety of jobs. The traditions concept of training is inadequate 
when it comes to training and development of managers. 
 The Training and Development process has manual training at one end 
and philosophy at the other end. Much of the training in every organization 
is job-oriented other than career-oriented. Managers need to have greater 
need for conceptual and human relation skills as compares to job-related 
skills. Therefore, the need for training does not remain confined to the 
development of skills needed for specific jobs. They require skills and 
competence for future managerial jobs besides performing their present jobs 
more efficiently. 
 
TABLE 1 : FUNDAMENTAL DIFFERENCE BETWEEN TRAINING 
AND DEVELOPMENT. 
 TRAINING DEVELOPMENT 
(1) Short-Term Process                                              (1) Long-Term Process 
(2) Knowledge and Skills for specific 
purpose. 
(2) For overall development 
(3) Primarily related to Behavioral 
and attitudinal Development                                      
(3) Related to Managerial, Technical 
skills learning. 
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CONCEPT OF TRAINING 
 There are a lot many definitions of training and each one gives it a 
different emphasis and opinions. In order to arrive at a better understanding 
of the concept of training, let us consider some responses that the 
participants of training for trainers have given in this regard. The sample 
responses were as under: 
 
 - “The aim of training is to develop potential knowledge and skills 
of the trainees to carry out defined tasks and responsibilities.'' 
 
 - ``Training enhances efficiency and develops a systematic way of 
performing duties and assigned tasks.'' 
 
 - ``Training is a process of learning and unlearning - to 
acquire/enhance skills and knowledge and apply them in practice enable 
the trainee to do his job efficiently.'' 
 
 - ``Training is about behaving differently and not necessarily 
knowing more.'' 
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 From the above responses, it is very easy to put-forth the salient 
features: 
(i) Training is a process with clearly defined parameters. It has a 
beginning and a definite end, until the process starts all over again 
at a subsequent time. Activities and events are arranged in a way 
that there is a perceptible forward movement - progression and 
growth of the process itself. Training activities are a planned 
sequence of events, integrated and result-oriented package. 
(ii) It can also be taken as a process of employment of the participants, 
inviting them to make optimum use of opportunities provided for 
learning in the learning / training programme. It aims to promote 
their participation in training activities. Empowering also nears 
fostering a sense of commitment and inspiring the participants to 
take some actions on the basis of learning acquired during the 
Programmes. Training brings about behavioral changes in the areas 
of knowledge and competencies that are helpful in improving the 
performance in work situations. 
(iii) During Training programme, participants are not offered a package 
of ready made solutions and respects to the problems on situations 
that the employees face. It gives them insight into different 
dimensions of these situations and problems. It aims to develop in 
him the capability to formulate appropriate responses though the 
process of perception, understanding and always. Thus, training is 
not about learning specific working methods and procedures to 
manage work-related and day-to-day problems and conditions. It is 
about acquiring competencies to cope with a variety of complex 
and difficult situations. A participant should know how to improve 
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and adopt, using his ingenuity in carrying out assigned tasks in an 
efficient manner. 
(iv) For many, training is a journey of self- awareness, and self-
discovery leading to growth and development. It helps the 
participation to discover and realize their potential and talent. It 
facilitates a process through which a participant is able to identify 
his strengths and short comings. It assists him in becoming aware 
of what he knows and what he does not know. 
(v)  Training also assists in removing mental blocks, dispelling 
misconceptions that may be preventing a participant from realizing 
the full range of his potential / capabilities. During the process of 
training, an individual is "brought into contact" with his untapped 
abilities. 
(vi) It familiarizes a participant with the most effective ways of using 
his existing knowledge and competencies, thus helping him to 
maximize the results from his efforts. In some cases, this it could 
help in improving the level of performance. 
(vii) Training has both intended and unintended results. Although 
training activities are organized in accordance with the objectives 
of the programme, there are secondary benefits which accrue to the 
participants. Since participants improve their communication skills 
through participation in discussions; some learn to appreciate the 
points of view of others and develop greater tolerance of 
disagreements and dissent, some enhance their skills and some 
others grow in self-confidence. 
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(viii) Training develops in an individual the ability to translate acquired 
concepts, principles, knowledge and skills into functional behavior 
or actions. Thus it helps in establishing a working relationship 
between theory and practice. 
(ix) Although training solely targets an individual and a participant, the 
ultimate purpose is to increase organizational effectiveness through 
growth of participant's competencies. 
(x)     Training brings about profound and far reaching changes in 
behavioral patterns of an individual that influences his social and 
personal life, thus improving the quality. It has been observed that 
personal Development programs have far-reaching impact on the 
personality of an individual. 
 
 "Training is a planned experience which through the process of 
learning with the help of some facilitators brings about a development of 
knowledge, up gradation of skills on tuning of attitudes learning to change in 
observable behavior". 
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SIBLINGS OF TRAINING 
 Training is closely melted to the terms like Development, Education 
and Learning but there are borderline differences between all these terms. 
 
LEARNING 
  It is the process of accumulation of knowledge, skills and attitudes by 
whatever means. There are various methods of learning and Training is one 
of those methods of learning, Learning may be through experience, heading, 
observation, discussions, electronic media including INTERNET, 
experimentation, facing the new challenges, travel and exploration etc. 
Hence Training and Development is more a tool of learning. 
 
EDUCATION 
(i)      It is directed more towards the future of an individual. It prepares 
an individual for future challenges of life, shapes his career and 
updates his knowledge for social responsibilities. In training, the 
past and present of an individual his performance, level and merge 
of his competencies, attitudes and values, the manner in which he 
has been carrying out his responsibilities, his interactions with 
others, work related problems and so on is given due importance. 
(ii) In Training, the emphasis is on developing the skills and 
knowledge of a person that helps him in improving his efficiency 
and performances. It helps in enhancing interpersonal 
effectiveness. Thus, the scope of training is limited, defined by the 
programme objectives. It is specific and structured. It emphasizes 
on application and practical aspect of knowledge and 
commentaries and not just acquiring the skills and knowledge. 
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Training takes a shorter-term perspective of an individual's life on 
the other Education based on professional courses is not targeted to 
specific behavior or functions. It has a long term impact and out 
look on an individual's life and its scope is winder. 
(iii) Transfer of Training to field situation and its impact on the 
performance and behavior of an individual can be monitored and 
evaluated. Through Training an individuals can overcome the 
environmental on personal barriers. However in case of Education, 
it becomes very difficult to monitor and evaluate the impact of 
learning to life situations on in removing the barriers. 
(iv) Changes in an individual's skills, perceptions, attitudes and 
performances after training are more perceptible and are open to 
measurement and evaluation validity and relevance of training and 
its link with the realities can be evaluated more concretely in case 
of Training than to Education. 
(v)  It has been found out that Education has its root in cultural ethos 
and social milieu of a community or a ration. It has a bond with 
social processes and societal forces. Development of socially 
accepted attitudes and values is a key concern of the educational 
process. Although training is also based on the same ideology, the 
emphasis is relatively less. 
(vi) Social institutions, such as the state, family and the community 
play an important more in the educational process although they 
may not be directly associated with it. 
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TABLE 2 : KEY ATTRIBUTES OF TRAINING AND EDUCATION 
(i) Training is concerned with 
future of an individual 
which depends on his 
present and his past. 
It is mainly directed towards 
the future of an individual 
without any reference to his 
past or present. 
(ii) The scope of Training is 
limited. It is specific and 
highly structured. It 
considers only short-term 
perspective of the future of 
an individual. 
It is never targeted towards 
specific behavior. It tacks 
specific traits of Training. It 
takes long-term perspective of 
an individual. 
(iii) The impact can be 
monitored and evaluated 
and control can be 
exercised. 
Difficult to monitor and 
evaluate the impact. No control 
can be exercised. 
(iv) It is gives less emphasis on 
ideology and social values 
and gives more importance 
to the competencies of the 
individual. 
It is firmly mooted the culture 
of a society. It gives high him 
importance the social values of 
the society. 
(v) A group comes together for 
a specific purpose and 
disperses after the 
objectives of the programme 
are achieved. 
The group is more enduring 
and there is sustained reaction 
over a long-period of time. 
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SIGNIFICANCE OF TRAINING 
 Training and development of employees became the major concern of 
all the organizations after 1990's. The period of 1990's brought forward new 
challenges to the British Businesses. The key developments which ought to 
have an impact on the effectiveness of the organizations were realized and 
those were 
 -International developments and competition. 
 -New Technologies and Materials. 
 -Environmental concerns. 
 -Population changes. 
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DEVELOPMENT OF TRAINING PRACTICES 
INTERNATIONL DEVELOPMENTS AND IMPLICATION FOR 
COMPETITION  
 The advent of single European Market in 1992 is one of the most 
immediate issues that forced organizations to undertake the Training and 
Development activities. The new challenges were likely to about the 
structure and distribution of businesses and lead to increased 
competitiveness in the labour market and for people with higher skills in 
particulars. The opening up of Eastern European countries offered new 
opportunities of new markets along with strong competitions for the jobs as 
they have educated population with relatively low wage rates. International 
competition from beyond Europe had also become critical. It was assumed 
that there would be no global shortage of labour in the foreseeable future. 
Other parts of the world have relatively young and rapidly growing 
populations compared with Europe. British Businesses are likely to have to 
give increasing attention to competing in high value added, high- skill 
market and not to high volume and low cost. 
 Over the past few years, concern for the Training and Development 
practices has increased and broadened beyond the simple question of what is 
done with waste. In future attention is likely to be focused on the total 
Quality management with greater emphasis. This will have important 
implications for the skill base required. 
 
 22 
WHAT SKILLS ARE REQUIRED TO MEET THE CHALLENGES? 
Meeting the challenges of the 21st century will clearly require a wide 
range of different skills, but some of the broad categories regarding the 
emerging needs are as follows: 
1. A stronger base of general competences at all the levels in the work 
force. 
2. Increasing enterprise and initiative across the work force. 
3. Higher skills overall - more technicians, fewer operatives, more 
managers, fewer supervisors, more professionals. 
4. Wider management appreciation of potential of new technologies and 
techniques and the environmental challenge - especially the 
organizational implications. 
5. Specialist skills in new and growing areas to implement new 
technologies. 
6. Training for increased job flexibility. 
7. Updating and upgrading within occupations. 
 
In short the employees of the organization must become more highly 
skilled, more technologically competent and more innovative. 
Certain adjustments will have to be made in the labour market. The 
challenge is for the labour market to adjust quickly enough to ensure 
continued competitiveness and reduce frictional problems. Successful 
adjustment will call for flexibility from all the organizations, Employees will 
need to adopt a flexible attitude to: 
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(i) Development and utilization of their existing employees. Relying on 
taking on new people to get new skills is likely to become an 
increasingly expensive option, development and redeployment of their 
own work force will become an increasingly worth while investments. 
(ii) Employers can no longer afford to approach recruitment with a 
stereotype ideal candidate at the back of their mind. Women 
returnee’s, ethnic minorities, unemployed people, older workers and 
people with disability cannot be left at the margin of the labour 
market. 
(iii) The work pattern and conditions have also changed women will form 
over 90% of the increase in the labour force over the next 5 years and 
many of these will also have family responsibilities. Some employers 
are already offering a variety of flexible working options to attract 
back those who have left the labour force to care for children on other 
dependants. 
 
Individuals will need the right incentives and motivation to: 
(i) Accept the need for regular updating of skills and responsibility for 
their own development. 
(ii) Operate over a wider range of skills. 
(iii) Consider a range of different types of relationship between 
themselves and businesses - Not just that of permanent, full time, 
life-time employee model. 
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BENEFITS OF TRAINING AND DEVELOPMENT 
There are many ways in which the modern business can benefit from 
Training and Development of people it employs. The professionals on HR 
have considered three aims of Training and Development - Task, Team and 
Individual. 
 
(A) BENEFITS OF TRAINING AND DEVELOPMENT TO TASK 
 The first essential of any business is survival.  All businesses need 
people who are skilled at something. It may require skilled carpenters or 
machine designers or experts in Law and Accounting. It can of course buy 
these skills but then it will need people who are skilled at selection, 
negotiation and organization what no business can avoid is the conclusion 
that it must have people who have some skills in order to survive. Businesses 
that require skilled persons but does not employ are required to hire them or 
will be out of Business. 
 The priority of survival is so obvious that it seems hardly worth 
mentioning in some organizations and it is not even clear what skills are 
important. This problem is increased if a company uses an ineffective 
method of selection. In addition, every business must change because 
customers change, needs change, circumstances change and no business can 
remain static. Unfortunately change is a state which is not often welcomed. 
Training is an essential method to help people with charge change itself it 
self may be necessary for survival but change can also become bad at times 
to increased productivity on reduced costs. 
 In order to stay in business, increased productivity is often virtual. 
This increase can be achieved by a change in working systems by 
automation. In both cases workers have to be trained in the use of new 
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equipments. All the changes demanded in a business require training but 
more than this training is a way of producing change. Profits can be 
increased by reducing costs but this is unlikely to be achieved unless workers 
are helped to realize what costs are incurred and now they can be saved. 
 Quality is more than a buzz word. More than ever, businesses are 
realizing how important quality of product and service has become. By 
adopting standards does not in itself produce quality. 
 Whatever the business of the company, quality cannot be achieved if 
the employees do not work with quality in mind. Training can help to 
implement a quality approach, to promote discussions and improves attitude 
to seek quality of the service and the product. Quality is the aim but it is the 
customer who decides if the quality is right. All business has customers of 
course, but not all are able to name them when mistake are made in business, 
the potential costs are three fold: 
(i) There is the cost of rectifying the mistake. 
(ii) There is a loss to the company's image. 
(iii) There may be claim for compensation if somebody has suffered 
injury or damage. 
 Training can help to reduce the chance of mistakes, but also to instruct 
employees on the action they should take when a mistake comes to light. 
 The final benefit to the task of the company which comes through 
Training is the standardization of work. 
 A Training programme helps to ensure that all staff works in the same 
way, to the some standards. Also where there is a turnover in staff figures, 
training can provide to continuity in the work standards. This benefit not 
only comes from training courses, it can also be translated into training 
manuals. Many managers spends hours training new staff to do new jobs, 
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only to find that staff leave and they must repeat the exercise. The modern 
training manager will help line managers draft instructions manuals and 
booklets, which not only helps achieve standardization but reduces training 
workload on the line manager. 
 
(B) BENEFITS OF TRAINING AND DEVELOPMENT TO THE  
           TEAM: 
 There are four main areas where the team work in a company can be 
improved through Training and Development. It assists in Recruitment. 
Before a team exists, a new staff must be recruited. In this area, Training and 
Development is today more important than ever before. School leavers are 
expecting to see comprehensive training plans when they consider where to 
work with the labour market in their employer. Salary levels and career 
prospects remain important; but a company that cannot offer an effective 
Training and Development programme may find it will not attract employees 
and the benefit of training courses which is not often realized is the ability 
for employees in different parts of the company to exchange views and 
information. Many businesses operate on a cost-center or profit-center basis. 
It is not worthwhile for employees of the company to work for many years 
without knowing they are follow employees. 
 A Training and Development programme is a way of realizing the 
"Hertzberg Effect" first noted by “Elton Mayo”. The Hertzberg Effect occurs 
when employees feel they have been selected for special attention. Mayo 
found that employees who took part in experiments worked to higher 
productivity levels, despite the challenges thrown to them within the 
experimental project. The changes involved working hours, rest pauses, even 
diet. Favorable changes should have increased productivity; unfavorable 
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changes should have reversed the productivity. Instead, output increased 
steadily despite the changes. 
 Likewise Hertzberg has shown that cosmetic improvements always 
motivate. In the Mayo Experiments, the cosmetic changes fell within a 
selective programme. It is this that makes interesting comparison with 
Training and Development. When employees are selected for a Training 
programme, they may express reluctance.  This is a common external result. 
However, the internal result the psychological effect or the employees is 
usually the reverse. Employees feel pleased to be given attention. 
 Business thrives on ideas and modern businesses, living in times of 
constant change, used to generate ideas as such as they need to generate the 
products and services they exist to provide. A Business can no longer afford 
to wait for its competitors to lead the filled with new ideas of course there 
are consultants who help to generate ideas and change for it. An alternative 
is to use the Training and Development of staff as a way of generating ideas. 
 
(C) BENEFITS OF TRAINING AND DEVELOPMENT TO 
INDIVIDUAL:  
Many of the items discussed under the readings of Task, and Team 
apply to the individuals also. However, there are four main areas where it is 
worth singling out direct effects or the individuals of a Training and 
Development programme: 
 
(i) Motivation: The Hawthorne effect was studied in the context of 
team of workers. However, motivation can often be an individual 
force. 
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(ii) Stimulation: One problem of modern business is that it cannot 
afford to employ more people than necessary. The result of this is 
that people who are employed have so much work to do; they have 
little time to think about this work. One thing which a Training and 
Development programme offers is the opportunity to be away from 
the daily pressures of work and to take a wider perspective. This 
helps individuals to realize their roles in the organization. It can 
also have to a change in the individual's perception of the business. 
 Training and Development Programmes give an excellent opportunity 
for developing the skills of presentation. Through role plays, video 
recordings and syndicate work, employees can be exposed to the experience 
of making presentations in a friendly atmosphere. 
 The final main benefit to the individual from a Training and 
Development programme is the increase in knowledge. Experience is a great 
teacher but people will only work from experience the lessons which happen 
to average from daily life. This is reactive learning. A Training and 
Developments programme can equip people with knowledge before it is 
needed. This is proactive learning. The advantage is that employees will be 
better able to handle new problems because they have the knowledge they 
need to assess the situation. 
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TRAINING AND DEVELOPMENT 
THE NEED FOR A LINK WITH THE CORPORATE OBJECTIVES 
The modern Training Manager will ensure that the Training and 
Development programme is matched to the corporate objectives. Many 
businesses today are planning to move into overseas markets, one of the 
earliest decisions the businesses must make related to the language 
challenge. This decision should be part of the corporate plan. After the 
decision is made, the company can set about acquiring language skills. Some 
of the supply of linguists may come through the personal department's 
recruitment efforts. Some may come from the Training and Development 
programme for existing staff. In this guise, Training and Development is 
working for the future. So often, Training needs are realized too late. The 
question asked of many training leakages is "How will this training help my 
staff do their work today?" The question must be changed to "How will this 
training help my staff do the work are plan for them in the future?” 
 
THE CHALLENGE OF CHANGE TO NEW SYSTEMS 
The specific example comes from the London Insurance Market. This 
Market, which traditionally has relied on a vast of Human Resources 
contract followed by a vast amount of paper work, is charging rapidly, 
computer system are extensively used throughout the London market for 
which the Resources need to be trained. These systems will not only cut 
down the amount of paper work, but also much of the work currently done 
face to face between the buyers and the sellers. Although some face to face 
contact will always be necessary, much of the face to face work done today 
will not be done in five on six years till. 
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 The implications of employment are dramatic. Unless the volume of 
business coming to the London Insurance Market expands considerably, 
many of the people employed by the buyers and sellers will not be required. 
A company can respond to this challenge in two ways. It can unite, until the 
staff are no ... needed, and make them redundant. This will be costly to the 
company and changing to the individuals. 
The better plan is to begin Training and Development programme now 
which will fit the present employees to do different work for the company in 
the future times to come. Again Training and Development is seen here as 
being proactive, and as being related not to the present day needs of the 
company, but to the planned future of the business. Any Training and 
Development programme is concerned with the humans, and humans are the 
most complex creatures of this plant. It would be foolish to regard Training 
and Development as the only way of protecting the investment a business 
makes in its people. There are other ways of protecting that investment 
Training and Development can sometimes to the most effective way but it is 
by no means a panacea what is essential is that a modern Training Manager 
likes the Training activity to the future requirements of the company, by 
giving the Training and Development which is needed to help the business 
achieve its corporate objectives. 
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SIGNIFCANCE OF TRAINING & DEVELOPMENT 
No organization has a choice of whether to train its employees or not, 
the only choice is that of methods. The primary concern of an organization is 
its viability, and hence its efficiency. There is a continuous environmental 
pressure for efficiency, and if the organization does not respond to this 
pressure, it may find itself rapidly losing whatever market share it has. 
Training imparts skills and knowledge to the employees in order that they 
contribute to the organization’s efficiency and be able to cope with the 
contract pressures of changing environment. The viability of an organization 
depends, to a considerable extent on the skills of different employees, 
especially that of its managerial cadre, to align the organization successfully 
within its environment. 
Three factors have been identified which necessitate continuous 
training in the organization. These factors are technological advancements, 
organizational complexity, and Human Relations. All these factors are 
related to each other Example Technological advancements tend to increase 
the size of the organization, which increases its complexity, similarly, 
increasing organizational complexity and technological advancements also 
creates human Relations. Thus, Training can play the following roles in the 
organization: 
 
(1) INCREASE IN EFFICIENCY 
 Training plays an active role in increasing the efficiency of the 
employees in an organization. Training increases the skills for doing the job 
in a better way by enhancing competencies. Though an employee can learn 
many things while he is on a job, he can do much better if he learns how best 
to do the job. This becomes more important especially in context of 
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changing technology because the old method of working may no longer be 
relevant. In such a case, training is required even to maintain a minimum 
level of output. For example, working on an automatic machine may require 
skills very different from those required to handle a manually operated 
machine, similar changes are also taking place in managerial jobs. 
 
(2) INCREASE IN MORALE OF EMPLOYEES 
 Training increases the morale of the employees morale is a mental 
condition of an individual or group which determines the willingness to co-
operate and voluntarily give his best. High morale is evidenced by employee 
enthusiasm, voluntary conformation with regulations, and willingness to co-
operate with others to achieve organizational objectives. Training increases 
employee morale by upgrading their skills in line with their job 
requirements. Possession of skills necessary to perform a job in a more 
meaningful way because they are able to apply newly acquired skills on their 
jobs to make them more effective. 
 
(3)  BETTER HUMAN RELATIONS 
 Training attempts to increase the quality of human relations. Growing 
complexity and high degree of specialization of jobs in large organizations 
have led to various human problems like alienation, depression, 
interpersonal and inter group problems. Many of these problems can be 
overcome by suitable human-relations Training. Many techniques have been 
developed through which people can be trained and developed to tackle 
many problems of social and psychological nature. 
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(4) REDUCED SUPERVISION 
 Trained employees can do the work without any supervision or require 
less supervision. They need more autonomy and freedom. Such autonomy 
and freedom can be given if they are trained properly to handle their jobs 
without the help of supervision with reduced supervision, a manager can 
increase his span of management. This may result in a fewer member of 
intermediate levels in the organizations, which can save much cost to the 
organization and speed up communication and decision - making. 
 
(5) INCREASED ORGANIZATION VIABILITY AND RESILIENCE: 
 Trained people are necessary to maintain organizational viability and 
flexibility viability relates to an again ability to tide over bad days and 
resilience relates to the company's ability to maintain its effectiveness and 
adjusting with the existing personnel. Adjustments are possible only when 
the again has trained staff who can smoothly occupy the positions vacated in 
the organization. Every organization should prepare a second line of 
personnel who can ultimately take over the change from the retiring 
personnel. In fact trained staffs are one of the most important assets of the 
organization because these people can convert the other assets into 
productive ones. 
 
(6) INTRODUCTION OF NEW STRATEGIES AND WORKING 
METHODS IN THE ORGANIZATION: 
 In this world of cut throat competition, every organization is striving 
hard to gain a competitive advantage over others. It tries to find out the new 
ways and means to increase its productivity, level of proficiency of the staff 
on its ability to provide more efficient and cost-effective services to its client 
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groups. To achieve the targets of the organization introduces new working 
methods, procedures on practices. Training needs also upsurges from again 
future plans or a shift in its priorities. Any change in the standards of 
performance can also create a need for training when a large member of staff 
needs to be trained, it becomes cost-effective option. The Training can be 
organized either through in house training facilities on a training agency may 
be hired for the job. 
 
(7) ADVANCEMENT IN TECHNOLOGY 
 Latest innovations and changes in technology are taking place 
everyday and therefore a business organization should update the skills of its 
staff. New methods of production, new machineries need to be installed for 
producing new products on providing new services. The staff also needs to 
train to operate the new equipments. It is also possible that someone in the 
organization has found an innovative and cost-effective way of handling 
certain operations and the management wants this to be adopted by others as 
well Training helps to achieve this objective. 
 
(8) ORGANIZATIONAL POLICY 
 Some organizations send their staff for training on a regular basis. In 
India, Defence forces and some financial institutions send their staff for 
Training programme as part of regular update, regardless of whether a 
training need exists or not. Most of the private and public sector organization 
follow regular Training practice. The objective of continuous training 
practice is to keep the staff aware of the latest working methods, innovations 
and management practices. This can be either a response to competition or a 
strategy to keep the staff in a high state of efficiency and preparedness. It 
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also provides the staff an opportunity to reflect on their performance, share 
their experiences with persons from similar backgrounds, prepare themselves 
for facing new challenges in the jobs, and bring about a sense of 
commitment to their job and the organization. It provides them a stimulating 
experience. Though unfortunately for some organizations, it is an image - 
building exercise. 
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NEED AND IMPORTANCE OF TRAINING 
 The need for training can be better understood from the following 
points which may simultaneously impact an organization on its Human 
Resources. 
1. Rapid Technological innovations impacting the work place have made 
it necessary for people to constantly update their knowledge and skills. 
2. People have to work in multi-dimensional areas which are generally 
for removed from their area of specialization. 
3. Change in the style of management. 
4. Due to non-practical college education. 
5. Lack of proper and scientific selection procedure. 
6. For career advancement. 
7. For higher motivation and productivity. 
8. To make the job challenging and interesting. 
9. For self development. 
10. For employee Motivation and Retention. 
11. To improve organizational climate. 
12. Prevention of obsolescence. 
13. To help the organization to fulfill its future manpower needs. 
14. To keep adjusting with the changing times. 
15. To bridge the gap between skills requirements and skills availability. 
16. For the survival and growth of the organization and the nation. 
 The beginning of Training could be traced to the Stone Age when 
people started transferring knowledge through signs and deeds to others, 
vocational training started during the Industrial Revolution when apprentices 
 37 
were provided direct instructions in the operation of machines. Training and 
Development is increasingly recognized as a most important organizational 
activity. Rapid technological changes require new skills and knowledge in 
many areas. Training has to be continuously offered to keep the employees 
updated and effective. There are some who believe that training has un-
necessarily been given undue importance and that the experience on-the-job 
is good enough to develop necessary skills and efficiency to perform the job. 
It is true that training cannot entirely substitute experience, but it has certain 
definite advantages over it. 
1. Training unlike experience can shorten the time required to reach 
maximum efficiency. 
2. Cost of Training is much less than the cost of gaining experience, 
particularly if one is dealing with expensive equipment. 
3. The results of experience can sometimes be accidental, particularly 
when experience depends solely on Trial and Error Methods. 
4. The element of predictability is far less when compared to the 
outcome of a well conceived and conducted training programme. 
5. Training provides certain other advantages which are not available by 
learning through experience. 
 
Training Function Can Be Broadly Divided Into Five Segments 
(1) Training objectives. 
(2) Identification of Training Needs. 
(3) Training Methods. 
(4) Administration of Training Programmes. 
(5) Training Evaluation. 
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OBJECTIVES OF TRAINING  
 The objectives of Training differ, according to the employees 
belonging to different levels of organizations. The basic objective of training 
is to establish a match between man and his job. This training is designed to 
improve knowledge, skills and attitude and thus equip the individual to be 
more effective in his present job on prepare him for a features assignment. 
From the point of view of an organization, individual growth is a means to 
organization effectiveness. The primary concern of an organization is to 
exist to persist. The viability depends on the efficiency that an organization 
achieves in meeting its goals and thus retains its market share. The objective 
of training can be summarized: 
 
(i) INDUCTION 
 Training constitutes a significant step in the induction of the 
individual into the company's way of life what is the company's culture? 
How does the structure function? What are the role relationships? What are 
policies and rules of organizations? What are degrees of freedom are limits 
of behavior? These have to be inculcated in new employees so as to help him 
to adjust to the organization. The socialization process as induction training 
is called, helps the individual to blend his personality with the organization. 
Some of the authors have pointed out that the socialization process also helps 
an individual to know more about himself, his hopes, aspirations and 
inclinations. Therefore organizations have to provide induction training to all 
employees entering the organization to help them settle down. 
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(ii) UPDATING: 
 A significant objective of training is to prevent the obsolescence of the 
employees by updating their skills, knowledge and talents. The jobs that 
employees have been doing are not static. They change, sometimes without 
any awareness. The industrial technology is also changing fast. The changes 
that have taken place in the last 25 years. The rate of change is very fast. To 
keep pace with the changing technology, organizations data processing 
methods have also changed. Some of these require skills that may not be 
available to existing employees. Training becomes necessary to update them, 
to teach them the skills so that their efficiency does not suffer because of 
lack of understanding of the new technology, training has to be continuous. 
Authors have suggested that an organization’s effectiveness depends on etc 
ability to achieve its goals, to maintain itself internally, and to adapt to its 
environment, continuous Training would help the employees to cope with 
changes and retain organizational viability as well. 
 
(iii) PREPARING FOR FUTURE ASSIGNMENTS 
 People are not satisfied if they continue to work in the same position 
for long. Mobility is a fact of life; one of the objects of training is to provide 
an employee an opportunity to climb up the promotional ladder. There are 2 
ways to do this on people with potential can be identified and sent to 
appropriate training programs to prepare them for future positions. The other 
could be to train them for the next level and wait for the opportunity to 
absorb them. So a technician can be provided training to become an 
engineer. Whether training is for post-identification or pre-identification, it 
plays a significant role in the growth of individual employees.  
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(iv) COMPETENCY DEVELOPMENT 
 Many organizations are realizing the need of having people who can 
innovate, think ahead, and provide new directions. This is a new area which 
is gaining significance because of need to more in different and never areas 
of growth organizations which have stagnated for long, need to identify 
certain individuals who are creative and show potential for innovation and 
send them to special training programs designed to realize the new 
competencies. These programs do not necessarily meet the job related 
requirements but are designed to induce certain special talents programs on 
creativity, innovativeness and the like are now offered by many agencies. 
 Most discussions on the objectives of Training, generally deliberate on 
its relevance from the point of view of organizations little attempt is made to 
study what the participants want from such training Programmes. It has been 
proved that candidates require training programs because it helps them to 
develop technical skills, managerial skills, and communications skills. In a 
similar attempt data’s have been collected which focuses on the individual's 
motivation for attending training programs - career development and 
continuing education. 
 
(v) IDENTIFYING TRAINING NEEDS 
 Identifying training needs is a process that involves establishing areas 
where individuals lack skills, knowledge and ability in effectively 
performing the job and also identifying organizational constraints that are 
creating roadblocks in the performance McGhee and Thayer have proposed a 
model of training needs identification. It consists of three components: 
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(A)  ORGANIZATIONAL ANALYSIS 
 It involves a comprehensive analysis of organizational structure, 
objectives, culture, processes of decision making, future objectives, and so 
on. The analysis helps to identify the deficiencies and the mechanisms that 
would be needed to make adjustments in those deficiencies. This analysis 
begins with an understanding of short term and long-term goals of the 
organizations as a whole and for each department specifically. This would 
help to identify what capacities are needed to fulfill these goals. In general 
three requirements are considered 
1. Do we have adequate member of people to fulfill organizational 
objectives? 
2. Do these people possess required skills and knowledge? 
3. Is the organizational environment conductive to facilitate activities 
that would help achieve the goals? 
 A member of mechanism can be used to answer the above questions. 
An organization can do an attitude survey, look at its performance closely, 
observe the behavior of the people, assess its public image, keep a close 
watch on such indications as accidents, absenteeism, wastage, turnover, 
morale, motivation etc. 
 
(B) TASK ANALYSIS  
 It involves a detailed analysis of various components of jobs and find 
out as to how they are performed. Analysis of tasks would indicate whether 
tasks have changed over a period of time and whether employees have 
adequate skills in performing these tasks. In almost all jobs there are some 
standards, though in same cases these standards may be more concrete than 
others. The blue collar jobs are now clearly defined. Same new work may 
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not be true for white collar jobs and jobs at higher levels in the 
organizations. But with all jobs an expectation is attached. The task analysis 
helps to look at these expectations closely to see if the employees have the 
necessary skills to fulfill these expectations. 
 
(C) MAN ANALYSIS 
 The focus is on individual employee, his skills, abilities, knowledge 
and attitude of all the three, this is the most important and complex 
component because of difficulties in assessing human contribution. 
Generally such indicators as production data, meeting deadlines, quality of 
performance, personal data such as work behaviors, absenteeism, late 
coming provide input for man analysis. Data on these indicators can be 
collected through records, observations, meeting with employees and others 
who work with him. It is one of the most difficult areas because of 
complexity of human nature and the inter linkages of human performance 
with other aspects of the work. 
Johnson has provided the other additional methods of identifying 
training needs.  
 
They are: 
(A) ANALYSIS OF EQUIPMENT 
 The changes in the equipments of any kind or modification of existing 
machines and equipments call for new skills and abilities. An analysis of 
changing technology therefore becomes a useful mechanism to identify the 
kind of training that would be required. A number of organizations in India 
are now getting into electronic data processing and use of personal 
computer; training is needed to handle these equipments. In fact, a large 
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number of organizations have found computer training as a new area and are 
offering short-term and long-term courses. 
 
(B) BRAINSTORMING 
 It is a helpful way to determine training needs especially of a group. 
This technique involves professionals with different back grounds, assigning 
them a task and fixing a time limit. At the end of the time limit, the ideas 
generated are closely scrutinized to see what kind of training would help 
them in performing tasks. The variety of back-grounds in brainstorming 
sessions is of significance because it facilitates different views. 
 
(C) PROBLEM CLINIC 
 In this case a homogeneous group of employees meet informally to 
discuss a common problem and find out a solution. So a group of engineers 
can get together and discuss a problem which may be bothering to all of 
them. Their solution would help in identifying the nature of training that 
would facilitate better machine maintenance. Perhaps, a modern version of 
problem clinic is quality circles. 
 
(D) SIMULATION 
 Simulations are otherwise known as business games which are useful 
techniques to identify training needs. Some structured exercises are 
developed and individuals or teams are asked to compete with each other on 
these exercises. The exercises require the possession of certain skills like 
problem solving, communication, information processing and so on. 
Performance on these games, highlight areas where training may be useful is 
practiced. 
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 Johnson has listed few more technique for identifying training needs. 
These are analysis of activities, analysis of problems, behavior, organization, 
performance appraisal buzzing, card sort, committees, conferences, 
consultants etc. A number of studies on the identification of training needs in 
India are available. Some of them deal with the general topics from work 
while others are specific company based studies. 
 For Training activity to be meaningful Prof. Royal has suggested that 
a detailed study of the jobs and skills analysis is absolutely necessary. The 
training thus imparted would help the employee to adjust to their job 
requirements. As far as the supervisory category is concerned, Prof. 
Sundaram points out that the Training needs for supervision can be identified 
through careful observation of their work which is indicative of poor 
performance, low production, high cost, poor product quality, high scrap, 
spoilage, wastage, accidents, absenteeism and turnover. The day-to-day 
complaints and grievances also form a useful source for identifying training 
needs. Prof. Ganesh has stressed that the need for behavioral inputs in any 
training programme organized for supervisors are the first contact point for 
the workers. Using the Delphi Technique, for assessing the Training needs 
for managers, Prof. Srinivasan recommends that their training programs 
should focus on corporate planning, organizational development and 
personnel management. 
 Prof. Bhatia sees a shift from knowledge to attitude as the main 
objective of Training. He identifies three areas of Training - Technical skills 
and knowledge, knowledge of organization and external systems and 
conceptual and interpersonal skills. He has suggested that the emphasis on 
these three must vary according to the level of the employee. The worker's 
training should focus on technical skills and knowledge followed by 
conceptual and interpersonal skills and knowledge of organization and 
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external systems. In the case of supervisors, conceptual and interpersonal 
skills shown be emphasized followed by technical skills and knowledge and 
the knowledge of organization and external environment. As far as managers 
are concerned, the sequence is the same as that for supervisors except that 
the order of knowledge of organizations and external environment and 
technical skills and knowledge is interchanged. 
 In the year 1984, Prof. Seth administered a 72 item questionnaire on 
119 personnel managers. The cluster analysis revealed personnel managers 
to be none employee oriented, able to recognize the utility of group 
processes and having faith in worker's ability to take initiative and handle 
responsibility. On the basis of results, Prof. Seth suggested that the training 
for personnel managers should be directed towards attitudes and beliefs 
underlying managerial philosophy and their inter-relatedness. As far as 
identifying training needs by the company is concerned, a Glaxo laboratory 
considers the following factors: 
 
Level and Rapidity of Technological and administrative changes. 
1. Level of individual and group performances. 
2. Changing organizational structure. 
3. Perceived organizational imbalance. 
 At the individual level, the person himself identifies the need for 
training and records it or the appraisee discusses the individual's training 
needs in view of his deficiencies on the job. Since Glaxo uses the HBO 
system, this process helps a great deal in making training useful to both the 
employees and the organization. 
 Studies on identification of Training needs emphasizes not only on the 
organizational analysis but job and individual role analysis as well. It is also 
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useful to note that many studies emphasize the need for training in Human 
Resource Management. In the year 1967 Johnson suggested that the news for 
Training needs can also come from a member of written sources. He listed 
17 sources for identifying training needs; some of them are highlighted 
below 
A) Articles :Articles published in journals, newspapers or magazines 
often indicate individual company's experience with personnel 
utilizations and the ways organizations improve productivity such 
individual experiences would be a good source of learning from the 
experience of others. 
B) Books: Knowledge in Training and Development is increasing at a 
faster speed today than before. Many books are published every year 
on training and they provide useful sources in learning never 
techniques developed in identifying training needs. 
C) Case studies: In an attempt to find solutions to specific problems 
people often show gaps in understandings. These can become useful 
themes for training. 
D) Complaints: All organizations receive complaints. An analysis of 
these complaints may help identify training needs areas. 
E) Crisis: Crisis situations in organizations provide useful data for 
preparing people to not only face such situations but learn to avoid 
them in future. 
F) Factual Data :Factual information an such aspects as absenteeism, 
wastages, turnover, machine breakdown, sales and the like also open 
averse to identify what can possibly be done to improve upon them. 
G) Grievances: Formal grievances are important sources to identify 
training needs. 
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H) Reports: Often Reports submitted by many departments provide 
useful news or what is lacking or what should be re-inforced. 
I) Rumors and Grapevines: If rumors and grapevines are seriously, 
they provide useful feedback on the total activity of an organization 
and may often identify gaps in various areas of organizational 
functioning. 
J) Suggestions:   All employees are cutting edge of the instrument, an 
organization's ability to compete successfully in the market place, 
then for maintaining that cutting edge, razor sharp is the quality of 
workforce. Recent emphasis and pre-occupation of HR managers has 
been to significantly emphases the training systems in their 
organizations. 
 
 With the liberalization process on and the opening up of the economy 
to market forces, organizations have a threefold objective to stay alive: 
Shaper/ update employee abilities to perform effectively, enable employees 
to cope up with new technology and finally empower them, as organizations 
are getting learner and trimmer sub-system consequently with the flattening 
of the again structure, the concept of empowering employees is a thrust area. 
Many decisions sent up the organization hierarchy have to be taken at the 
lower level, as the member, of levels have been reduced. The concept of 
empowerment, while it has acquired great importance, has to be prepared not 
merely with knowledge and concepts, but also with their orientation to the 
empowerment concept itself. Their attitude, self confidence, and self worth 
have to be worked with as this is a major thrust area to be worked with. 
What are the benefits of training and how does one demonstrate that a 
trained person is better at his job than an untrained person? 
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 Training at the start of one's career helps in the process of employee 
socialization which entails assimilation and understanding of the culture, the 
systems, the customs, conversion, rules, procedures, values and output 
expectations. For instance in some organizations, long hours at work or 
frequent work related travel is the informal norm as apposed to a fixed 9-5 
Routine. The initial training clarifies this role behavior and expectations. 
 -A Training employee will be able to operate equipment/ machinery 
much better than a person who learns over time by doing and learning. The 
employee's productivity curve should be on the positive side much quicker 
than an untrained person's. 
 In a constantly changing environment, new elements of work on new 
ways of doing usual work are constantly being devised. Typewriters have 
given way to computers; telexes have given way to fax machines. 
 Many organizations have tried to more to a peerless internal office 
system with the introduction of an internal networked computer system. New 
concepts in functional areas are being found. All these variables combine to 
put pressure to learn and update. 
 The next step is to prepare for the future, new skills, new knowledge, 
new attitudes which have to be acquired to face the challenges of the future. 
At the same time many established ways of working, technology changes 
force obsolescence on employees’ skills and systems consequently these 
skills have to be updated. Such looking changes have to be anticipated, 
rather than wait for the wave of obsolescence to strike. Re-training is an 
important fact of one's organization life. In the aviation industry, the shift 
was from piston engines to jet engines, which was a quantum leap in 
technological sophistication. 
 An employee who is prepared in terms of skills, knowledge and 
orientation is in a far better position to tackle the job assigned to him than 
one who has to learn the hard way, by working on one's own. In some 
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situations employees need to have adequate training on else he will not be 
able to cope up with the job demands as in case of airline pilot, a low driver 
on a truck driver. In the service industry, the idea is to reader excellent 
service in order to provide customer delight and thus retain customer loyalty 
in this competitive world.  
 Training provides an opportunity to acquire the required skills to 
perfection and structure the desired attitude. Ex: - Attitudes to be developed 
like courteousness and to be effective. 
 Participation in a training programme which is well matched with the 
individual's job and task needs is a powerful motivation. It sends a strong 
signal to an employee that he is being thought about and his development 
needs are being thought in a systematic manner. Training is now focused and 
integrated with training strategy. If the future plans are identified, then 
changes and updating are made in the job roles if needed utilization of this 
information from the HR viewpoint is necessary for two reasons : 
 
A) To help overcome resistance to the new projects. 
B) To provide the necessary skill and knowledge base as required. 
 Training can help in respect of both the concerns. An inventory of 
existing skills and jobs role content would be an indicator of the gap between 
the future demand and present availability. This gap could possibly be made 
up by training or other alternatives. 
 The corporate strategic Business plan finalized at the apex level, is 
done on the basis of data analysis gathered both within and from outside the 
organization. Portions of it are bound to be confidential, as it would deal 
with new products, new technology, and new tie-up and so on. These pieces 
of information should keep the competition guessing and give the company 
the edge. Unless they have adequate lead time, the manpower, either existing 
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persons with the desired orientation or new employees will not be in a 
position in time. 
 
STRATEGY AND TRAINING 
A) The corporate business strategy must be transmitted to those who plan 
and provided to these who receive training. 
B) Strategy must be formulated in the light of reliable information about 
the capacity of the organization to train and be trained. 
 
TRAINING PEOPLE FOR CHANGE 
(i)Business future. 
(ii)Technology. 
(iii)Work force changes - skill education occupation. 
(iv)Communication barriers - overcoming resistance to change. 
 
TRAINING OBJECTIVES 
(i)What is the company seeking to accomplish? 
(ii)What is the long-term strategy of the business? 
(iii)What kinds and amounts of Training are required to carry out that 
strategy and give the company a competitive edge? 
 By communicating the proposed changes and the impact on one's task 
in the changed circumstances, the employees would be much less resistant to 
the changes and much of the uncertainty would be removed. Training could 
be impacted to clarify the new scenario and one's job contact and contract. 
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SIGNIFICANCE OF TRAINING IN INDIAN CONTEXT: 
IDENTIFICATION OF TRAINING NEEDS AND SETTING 
OBJECTIVES  
 This is the most criminal component of training sub-system unless 
there is proper diagnosis of the problem, the subsequent steps like the actual 
conduct of the program; the different training methods used etc will be 
negative. We have understood the need for training emendator would be the 
desired standard of performance, given the changed organizational contract 
or alternatively, if there is no change in the organization’s operating 
environment, the standard of performance as indicated in the performance 
appraisal of each employee would be a major data base. 
 In the earlier stages the macro level demand for training had been 
discussed but at present there has arisen a need to discuss the micro level 
need for training wherein the focus is on the individual employee. Data is 
generated by the individual, by teams of observers, by the unit head in 
consultation with the HR specialist who acts in the role of an internal 
consultant and helps in the diagnosis process - both in terms of unit 
restructuring and the proper fit of the person to the job and consequently 
identifying Training and Development needs. It should be kept in mind that 
training is to be impacted to improve current levels of performance in one's 
present assignment and it doesn't necessarily co-relate with promotions. All 
the needs data and the discussions will give the HR specialist, a data base to 
collate, analyze and prepare training plan for the entire again. This training 
plan has first to be marketed to a meeting of the Heads of Departments and 
then to the top management of the company. This presentation of aggregate 
data will enable the HOD's and top management of the company to give their 
inputs, their vision and their priorities. Besides it will enable the HR 
Manager/dept. to involve the HOD's in the benefits of Training activity and 
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help in the process of employees transferring their learning to their jobs. 
Once the training plan is approved, which included the training budget, the 
implementation process begins. Some Programmes are to be done internally 
and in some cases the employees are to be sent to external programs - 
courses offered by specialized training institutions, including academic 
institutions both in India and Abroad. 
 Internally again two kinds of programs can be thought of: 
 -Across the Board entire organization - come programs, orientation to 
culture, philosophy, and new plans. 
 -Across the Board or specific to a diversion to a diversion unit, 
introduction of a concept or technique / system Eg. - Electronic Networking, 
Marketing / Sales, HR. 
 Such programs would cover group of employees like engineers, sales, 
maintenance, accounts are in the case of electronic networking all 
employees. Ideally training program should cover the entire work force, 
though in large systems it would take time and hence the method would 
necessarily have to be different where many employees need training in a 
particular area, as identified in the needs analysis and training plan, it right 
well be worthwhile for the organization to run it on their own, for cost 
considerations and for tailoring the inputs to the particular requirements of 
the organization. 
Nominations to external programs are of a kind where the cross 
fertilization of ideas of participants from different organizations is 
importance on the program is unique and of a general management type, 
where the context and will of faculty, pedagogy is such that the disadvantage 
of high cost is overpowered by the other factors. 
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 One very organization specific and unique programs is the Employee 
orientation on induction programme. 
 This program has to be tailor made for each specific category of 
employees’ management trainees, graduate engineer trainees, senior 
Executives, apprentice workmen and all other categories of workmen. It is 
preferable to induct them in groups. Since it is the first point of contact of a 
new entrant with the organization; it has to be sensitively handled to ease the 
entry in a positive and eager mode. Once the employee accepts the letter of 
job offer and before the person actually joins, useful and relevant 
information about the company should be mailed such as Brochures, Annual 
Reports, Product / Service information. These are general information about 
the organization. The entry stage is critical for leaking an impact on the 
minds of the employees, including the feeling that one is wanted and cared 
for, an important issue that is Retention strategies. On the very first day, the 
HR Dept. should organize a proper reception, an orientation about the 
history, a tour of facilities, mission of the enterprise, interactions with the 
senior executive and location of various departments, explanation of 
personnel policies, benefits, rules, systems and procedures, career 
opportunities, compensation package and other benefits and the work culture 
in the  enterprise care and concern should be given to the initial place of 
residing, especially to a stranger in the metro city. Several corporations are 
new providing accommodation to ease the pressure and strain on this aspect. 
In some organizations there is a short attachment with each of the 
departments in the corporate office followed up by plant visits. In some 
cases a short project is assigned for greater familiarization and interaction 
with staff members. 
 After the initial company briefing and senior manager interaction, the 
new employee is taken to his department where a departmental briefing and 
 54 
senior manager interaction, is planned out. There are weekly review 
meetings with the HR Manager, which would deal with both task orientation 
and other aspects like work, related facilities, welfare and social aspects 
specific problems can generally be taken care of, but if ignored would create 
a depressant effect and explode. A well structured induction programmer 
with checklists and action plans for all concerned, will ease employees entry 
to an alien environment, but will also clarify spell out the expectations, the 
standards of performance, the opportunities and goals of the future such that 
the individual can integrate with the system in a cohesive manner. 
 
TRAINING OBJECTIVES 
 Every programmer and every nominee to an external programme 
should have a clearly defined objective. The objective should have identified 
the purposes, should include the customs of the training and the concept that 
will be addressed. The objectives are statements of purposes and will give 
anyone who reads it, a clear indication of the planned achievement. It an 
individual is being sent to a programme then the data base will be his/her 
appraisal report and the recommendations their in. The HR manager will 
discuss will the appraiser and the appraisees and formulate the training 
objectives. If it is for a larger group of employees, for whom an in-company 
programme is being planned, then the objectives of the programme would be 
broader in scope, but more specific to the organization on unit needs clarity 
of purpose at the time of formulation is necessary, in order that both 
participants and the respective departments are clear as to the benefits that 
will derive as a result of the Training programme. It also helps in the 
selection / rejection process of applicants. 
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TRAINING NEEDS ANALYSIS 
(1) Advisory Committees. 
(2) Assessment Centers. 
(3) Attitude Surveys. 
(4) Group Discussions. 
(5) Employee Interviews. 
(6) Exit Interviews. 
(7) Management Requests. 
(8) Observation of Behavior. 
(9) Performance Documents. 
(10) Questionnaires. 
(11) Skill Tests. 
(12) Delphi Technique. 
(13) Brain Storming. 
(14) Task forces. 
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METHODS OF TRAINING 
 The choice of the method would be governed by a combination of 
factors like the objectives, the contents - whether it is knowledge based on 
process based the level in the organization and the education profile of the 
participants and whether it is theoretical or hands on. There is variety of 
ways of classifying the large member of methods. The court on these is only 
increasing with new innovations being discovered constantly. The first 
classification is a broad are: 
 (A) Formal off the Job Training. 
 (B) On the Job Training. 
 The Traditional method has been on the Job Training. This method is 
imbibed in history and tradition and was the manner in which craftsmen 
were developed. By apprenticing with master craftsmen - a plumber, a 
mason, a carpenter, a young apprentice watched did the less complicated 
tests under guidance and coaching and developed his skills over time. The 
master craftsmen finally approved of his fellow friends proficiency and thus 
could work or his own having also imbibed quality standards. It was a 
personal investment of time, effort and emotion to guide, coach and counsels 
a young person to a high level of proficiency. The involvement was on a one 
to one basis and great pride was taken in the development of proficiency of 
the young staff. There is considerable, emotional benign between the young 
fellow staff and the mater craftsmen comment day variations include: 
 i) Mentoring 
 ii) Manager Shadowing   
 iii) Coaching 
 iv) Guided Delegation  
v) Attachment to Manager 
 Vii) Job-Rotation 
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 In all these methods there is one common there and that is degree of 
involvement and concern on the part of superior in the sub-ordinate's 
development. There are the elements of guidance, connection, helping are to 
understand and learn, using the problem Solving Route, giving feedback on a 
one to one basis and creating a facilitative and supportive learning 
environment. In guided delegation the learner is given an assignment that 
stretches his abilities. In Job Rotation the employee is under pressure to learn 
the new job requirements to broad base his knowledge and understanding of 
the company operation and unless he is provided the practical day to day 
approaches to work, he would take unduly long to assimilate the activity and 
become functional. 
Formal Training Method could be listed as below: 
(A) SITUATIONS: 
 Real life situations are simulated for imparting Training. The methods 
falling in this category are: 
 (i)Role Plays.  (iii) Management Games. 
 (ii)Case Method  (iv) In Basket Exercise. 
 
(B) DISCUSSION ORIENTED METHODS 
 In this method of Training an effort is made to expose participants to 
concepts and theories, basic principles, pure and applied knowledge in any 
subject area. The method in this category is: 
 (i)Lecture     (iv) Programmed 
 (ii) Seminars/workshops         Instructions 
 (iii)Educational Training  (vi) Films and T.V. 
           (vii)Programmes.   (viii)Group Discussions 
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(C)GROUP PROCESS WORK 
 The focus in this category is on achieving through group process and 
dynamics a better understanding of oneself and others. Some of the methods 
are: 
 (i) Sensitivity Training 
 (ii) Transactional Analysis 
 (iii) Achievement Motivation Workshops. 
 Usually in any Training Programme a mix of methods is adopted. The 
choice of method is dependent on the objective of learning for a particulars 
topic/area/session. Even then in one session there may be a mix with multi-
media technology available, impacting of training in respect of a trainer's 
learning objectives, would be a judicious mix in order to have the maximum 
impact on the participant's learning, understanding and assimilation. Some 
methods require a high degree of trainer proficiency in the use, 
understanding and implementation of the particular method. Ex : Among the 
Training Groups and learning groups, there are groups where process work is 
involved, implies the trainer having gone through groups, the trainer having 
gone through groups, assimilated the theoretical constructs of individual and 
group behavior in order to explain and provide learning to the participants. 
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LEVELS OF TRAINING EVALUATION 
(i) REACTION: How well did the Trainees like? 
(ii) LEARNING: To what extent did the Trainees learn the facts, 
principles and approaches that were including in the Training? 
(iii) BEHAVIOUR: To what extent did their job behavior change because 
of the Program? 
(iv) RESULTS: What final results were achieved? (Reduction in cost, 
reduction in turnover, improvement in production etc.) 
 
 
TRAINING METHODS SHOULD PROVIDE FOR MINIMAL 
CONDITIONS FOR LEARNING TAKING INTO ACCOUNT THE 
FOLLOWING ISSUES: 
(i) Motivate the Trainee to improve his/her performance. 
(ii) Clearly illustrate desired skills. 
(iii)Provide for active participation by the Trainee. 
(iv)Provide an opportunity to practice. 
(v)Provide timely feedback on the trainee's performance. 
(vi)Provide some means for re-enforcement while the trainee learns. 
(vii)Be structured from simple to complex tasks. 
(viii)Be adoptable to specific problems. 
(ix)Uncovering positive transfer from the training to the job. 
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 ISSUES IN TRAINING: 
 The Training activity has now come into its own, with a large number 
of institutions offering courses, with corporations also running their own 
training centers. The infrastructure and the budgets are indeed impressive. 
Professional bodies are organizing conferences and seminars, both at the 
national and regional level. Participation is on the increase organization of 
Programmes and dissemination of knowledge and ideas is certainly welcome 
but not training has become an integrated activity. The linkages have to be 
clearly worked out. The corporate mission, the strategic plans, the job roles 
needed to achieve them, all have to be dovetailed in order that the real 
training gap and consequently the need be identified and the propose 
programme designed. The participants of these Programmes, their HOD’s 
and Supervisors have to be integrated into the corporate growth and future 
plans scenario. 
 The Training activity is thus not an activity in isolation but the data 
base from a variety of sources, including needs have to be matched; a 
difficult chore but nevertheless being attempted. It is a powerful motivator to 
an employee, when he is informed that as part of his career growth, the 
organization is investing in developing his talents, to mutual benefit. 
 However, Training is not a panacea for all ills, be it at the individual 
or organization level. There are many ills like wrong selection / placement, 
outdated or extremely bureaucratic systems and procedures, poor or 
inadequately matched needs and programme design/ contact for which the 
remedy lies elsewhere and certainly not in training. Recalcitrant participation 
of the employees may pose a problem or those who are not adequately 
communicated with regarding their nomination and hence their partial or 
non-involvement in the process of learning and enriching themselves. 
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 The third consequential issue is the cost-benefit analysis factor or the 
direct, tangible benefit to the organization, as a result of the training activity. 
Training is also a business activity and therefore programme fees alone are 
expensive, not to mention other costs. If after incurring the time and invest, 
costs, the take home on the job application are mineral, three is a feeling of 
disenchantment levels of transference vary according to the type and level of 
position of the employee in an organization.  Awareness Programmes only 
stringer enriched thought process to inquire into the current state of affairs 
and also help realize that there are different ways of doing things, sometimes 
better than what are was doing willingness to learn, unlearn and constantly 
evaluate is an important constraint in the learning process. By freezing and 
not thawing, a fresh input is eternally lost. 
 While generally given lesser importance, than warranted, the 
infrastructure facilities like clear and proper classrooms, accommodation, 
presentation of technical teaching material, equipment, catering, transport, 
library, faculty support all add up to the satisfaction of the participant and 
consequently enhanced learning. The learning climate is fostered by a high 
quality and efficient back-up service. The participants ability to read, learn 
and retain, especially after years of bring out of touch with an academic 
orientation has also to be kept in mind in designing the course, the time and 
space for preparation and in the quantum of reading and assimilation that one 
is expected to do. There is only so much that one can do in a day! This 
aspect needs to be monitored and some degree of compliance and course 
discipline ensured by the course co-coordinator. 
 The purpose of Human Resource development is to improve the 
intellectual and the emotional abilities needed to handle greater 
responsibilities through formal or informal means. 
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METHOD OF TRAINING ADOPTED IN INDIAN 
ORGANIZATION 
 Programming through the categories of the systematic training 
mode, we should highlight a few aspects on the design and delivery of 
training. This is also a well – documented territory. There is 
considerable material on the choice of training methods, the 
scheduling and balance of training events and ways of improving the 
effectiveness of the trainer. The main emphasis is given or some less 
well documented areas. These are generally where attention is required 
as well as care needs to be taken as a result of the need to achieve best 
training practice, developing some of the issues that have emerged 
earlier in the Indian content. Three broad topics will be considered. 
i) Improving the quality of on – the job training. 
ii) The extent of the opportunity afforded by new delivery 
techniques. 
iii) Gaining the maximum value from the work of external 
consultants. 
 Training has been broadly categorized into 2 types: 
i) On the job training. 
ii) Off the job training. 
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SIGNIFICANCE OF TRAINING IN ABROAD 
ORGANIZATION ADAPTATION AND IMPROVEMENT 
 Successful organizations tend to match or fit the environments in 
which they operate with the type and contact of management development 
programme. 
 
ORGANIZATION CULTURE AND CLIMATE  
 The development programme keeps in fostering the organizations 
culture and climate and helps focus on the relevant managerial skills. 
 
ORGANIZATIONAL EFFECTIVENESS 
 The aim of all development Programmes is to make the organization 
non effective organization effectiveness is influenced by a variety of factors 
which can be incorporated in the development Programmes. 
 When the development programme is designed it is essential to 
consider the employees needs including their higher order, self-actualization 
needs like responsibility, challenges of the job and their contribution. 
 
FORMULATING THE EMPLOYEE DEVELOPMENT PLAN 
 A strategy is formulated which involves the setting of overall 
objectives. Employee development needs are assigned priorities and the 
resources allocated in order of priority. After the priorities are determined 
they must be codified in the form of an employee development plan that 
identifies who will be trained, the type of programmes, the time frame, the 
person responsible and the resources and facilities to be used. 
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THE EMPLOYEE DEVELOPMENT PROCESS 
 Employee development is considered a process consisting of inter-
related phases on steps. The diagram below shows the process which starts 
off with the identification of an employee's development needs. Once the 
needs are clarified the development plan is formed which shows the overall 
objectives, program, priorities and the resource allocations which indicates 
who will be trained in what area, by whom and when. Then, the trainee is 
matched with the training opportunities that occur either in-house on out-
house. After this, the training takes place followed by evaluation. The results 
of evaluation then go back to those who plan such future programmes. 
 
PROBLEMS IN DEVELOPMENT  
 Some of the common problems in development which are often 
repeated are  
 (i)Inaccurate need analysis. 
 (ii)Training to substitute training for selection. 
 (iii)Encapsulated development: The problem of encapsulated 
development is a result of sending employees to learn new methods (existing 
in the organization) and ideas without changing the old attitudes and 
methods existing in the organization. Therefore, the new knowledge learnt 
by the trainee remains encapsulated because of his inability to implement 
them in the unchanged work situation. 
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EMPLOYEE DEVELOPMENT 
 Today the focus in the developed countries is on the survival in the 
market place and concern for profits in the short term run. In such a scenario, 
the organization is looking for short term benefits and the employee may 
well be looking for long term career development and employment, keeping 
the option to job hop for a better position if and when the opportunity 
presents itself. 
 Training on the part of the organization is focused on skills, 
knowledge and improvements in the short run. The employee is also 
concerned with enhancing employability of the employee, rather than 
employment of a more permanent nature. The concept of employability, tries 
to ensure a suitable job, when the company is facing a downturn. Rather than 
being laid off the company after analyzing its requirements announces 
alternative jobs. It is possible in such scenario that an employee might opt 
for early retirement and come in as a consolation and opt for another job in 
another area sometimes with a lower salary / benefits. It would depend on 
the concerned employee’s employer’s employability status. It he has the 
right skills mix, which were acquired earlier an employment would be 
available. The focus on career planning and development is therefore on 
immediate short run requirements. 
 A variety of Training methods are available and used by training 
agencies and organizations. The choice of a method on a mix of methods is a 
function of a member of considerations. 
(i) The purpose of training is an important consideration in the choice of 
methodology knowledge can be provided by traditional methods of 
training like lecturers and discussions skills and attitudes have to be 
developed by experimental methods of training like in-basket,  7-
group etc. 
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(ii) The nature of contents often determines the nature of methodology. A 
concept can be clarified through a lecture while the operation of 
machine may best be demonstrated. 
(iii) The level of trainees in the hierarchy of the organization also 
determines the nature of methodology. In fact, techniques like in-
basket, management games etc. are designed for managerial levels and 
hence cannot be effective at workers level. 
(iv) Finally, all organizations have to be concerned with cost factors cost 
considerations have to be taken into account while deciding on 
methods of Training. However, cost consideration should not over-
ride the quality consideration.  
Some of the most prevalent methods of training are as below: 
 
LECTURES  
It refers to the presentation by the Trainee on ideas, concepts, theories 
and issues. The method focuses on the transmission of knowledge. It entails 
maximum active role by the trainer and title overt activity by the 
participants. This method is very useful when concepts, theories, instructions 
and procedures have to be imported. It is economical as a large member of 
people can be trained at one time saving cost in terms of man hours and 
money. However, its major disadvantage is that it does not provide for active 
participation on the part of trainees and hence one does not know the extant 
of take-hence learning. The participants do not get to share the experiences 
of other participants; hence learning is limited to what the trainer has to say. 
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ON THE JOB TRAINING METHOD 
 The learning that takes place is centered around the job. The trainee 
uses the machines and tools that he will use once the training is completed. 
The learning takes place in surroundings where he will in future be working 
at his regular tasks. He works with his future supervisions and peers and 
acquaints himself with day-to-day operations. Job Rotation, brain storming 
sessions and syndicate techniques and some of the methods that would come 
under this category. Job Rotation refers to one of the techniques of job 
Enrichment. At the initiative of the management tasks are rotated across 
employees. Rotation provides exposure to variety of tasks and broad bases 
the understanding of the trainees. Brainstorming as indicated earlier, 
involves professionals with different backgrounds who are given a common 
problem to solves since various expertise are involved, it helps in pooling the 
various points of views and constructing solutions to solve the problem 
syndicate method involves a group of people who pools ideas, examine and 
share facts, test assumptions and draw conclusions, if all of which contribute 
to improve job performance. It is a planned conference and therefore one 
major requirement is that all the participants have the necessary background 
and knowledge to take an active and meaningful role in the conference. 
 
SIMULATION METHODS 
 In this method real work instances are taken for training to take place. 
Some of the examples which fall under this category are role playing, case 
methods, management games etc. Role playing is one method where action 
is involved learning takes place when individuals try to improve their job 
performance by actually doing something about the day to day problems. A 
hypothetical or real situation is created where each person plays his on 
somebody else role case method is another type where an actual situation is 
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written for discussion. Each participant of the training programme is asked to 
read it and then discuss and analyses the situation. The purpose of the 
method is not to find one solution but many dealing with the situation, each 
of which is equally plausible given all the facts that are available in the case. 
This method provides the trainees practice in problem solving and decision 
making. Another type of training method under this category is management 
games which uses simulation of a business situation of learning. Here the 
trainees are divided into teams belonging to the management of competing 
organizations. After the simulation, operating and policy decisions are taken 
and processed. Thereafter, the implications are fed back. These games are 
played in many rounds. There is yet another simulation method called in 
basket method which is a simulation of manager's in trays consisting of 
reports, mail are any type of item that comes to his in-tray. In the learning 
situation, the learner is required to read the item, analyses the problem and 
determine a course of action much in the same way as he would do in his 
work situation. 
 Action learning is another simulation method where a relationship is 
established between learning and doing. In the methods that are mentioned 
above the participants learn about the problem situations, analyses them, find 
solutions but they are not called upon the implement the solution. But in 
action learning programme, this aspect is given importance. In this method, 
managers of the organizations go to another organization to tackle the 
problems identified in the adapted organization. In India, the Bureau of 
Public Enterprises introduced this method in some public enterprises like oil 
companies, aircraft manufacturing companies, fertilizer companies etc. Till 
now over more than 500 companies have introduced this programme with 
some degree of success. 
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EXPERIMENTAL METHODS  
 The experimental methods of Training and Development are designed 
to provide an atmosphere of self learning through group interactions and 
dynamics. The purpose is to increase the sensitivity of the participants to 
their own functions as well as the functions of others in the group. The most 
common experimental method is called sensitivity training are laboratory 
training. The prime objective of this methodology is to integrate knowledge 
and theory with experience and practice. The assumption is that changes in 
behavior cannot come by knowledge alone and hence practice in human 
relations creates an atmosphere for change in behavior. This is achieved by 
focusing diving training on such things as ability to listen to others, ability to 
communicate, ability to diagnose the problem correctly, learning to give and 
receive  constructive feedback and understanding complexities of group 
dynamics sensitivity Training is a powerful tool in bringing out attitudinal 
changes. However, the trainee has a very significant role to play in it without 
his careful handling of group processes the whole exercise may turnout to be 
a choose without any learning benefit. 
 
PROGRAMMED INSTRUCTIONS 
 It is based on certain behavioral laws, particularly there that relate to 
principles of re-enforcement. Re-inforcement means rewarding a correct 
response and punishing a wrong response. One important feature of 
programmed instruction is that it provides immediate feedback on whether 
the participant has answered correctly on not. To facilitate this instructions 
are designed in such a way that all the future learning depends on acquisition 
and retention of previous learning. First, the basic understanding is provided 
subsequently questions are designed based on this basic learning, it the 
response is correct he goes to the next stage. If it is not, he is asked to go 
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back and start again. The instructions are nothing beet carefully planned 
sequential knowledge, which moves from simple to complex levels. The 
major advantage of this method is that the trainee can adjust his learning at a 
pace and rate suitable to him. Today, a number of programmed books are 
available in such filled as science, statistics and computers. They preserve 
several advantages of face to face learning by use of printed pages and 
without the need of a tutor. 
 There is some debate on the feasibility of certain training methods 
used in Indian context writers and Doctorates on Training and 
Developmental Practices have taken the stand that multinationals operating 
in India find that their home tested training techniques do not have the same 
impact here. Due to difference in the culture and background, business 
games, 7-groups, care methods and workshops are not as effective in India as 
perhaps in Europe on America. They have calculated that given the Indian 
content, the lecture-cum-discussion method would be most useful and 
successful much in the same spirit, Prahlad and Thiagaraj suggested that 
structured exercise seem to offer greater scope in India. Such techniques as 
7-groups, management games and MITRA exercises assume a minimum 
level of intellectual competence in the participants. The trainee, therefore, 
has the additional responsibility of assessing the relevance of the method 
before using it. 
 Prof. Saxena suggests that the OD technique can be most useful for 
training employees in the govt. sector. The training programmes of the 
government are designed to inculcate the capabilities to introduce the 
changes and review the environment. The OD technique can help in 
improving organizational design, introducing organizational flexibility, 
reducing impersonality, improving interpersonal relations and differentiating 
operational decision-making from policy decision- making. In order to create 
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a realistic atmosphere in training, Prof. Srinivasan used experimental 
learning techniques in training a group of postal employees in the post staff 
college, New Delhi. The technique consisted of requesting the participants to 
bring real life data to classrooms. A detailed analysis of this data helped the 
participants to understand problem areas and take well informed decisions. 
 Prof. Agrawal in his study on graduate engineering trainees in three 
large public sector organizations found that both the method and the contents 
of the training were perceived by the trainees as demotivating and dis-
satisfying. 
 Irrespective of the nature of training programmes all methods of 
training should satisfy the following criteria otherwise their effectiveness 
could be questioned: 
(i) They should provide for active participation by the participants lack of 
participation by trainees may limit learning to only listening the 
trainer and not getting the benefit of sharing experiences. 
(ii) The Training method should also provide participants constants 
feedback on their performance. The realization that one is learning 
constantly or one has not been able to improve upon the previous 
performance is a useful motivation to put in necessary efforts. 
(iii) The method should be able to facilitate transfer of training contents to 
real life situations. The methodology should be such as to provide 
participates linkages between what is done in class room and what is 
its relevance to actual on the job behaviors. This is an important 
consideration without which learning would remain theoretical. 
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TRAINING EVALUATION 
Evaluation of training effectiveness is the most critical phase in 
not only assessing the quality of training imported but also to see that 
what future changes in the training plan should be made to make the 
training more effective. The training evaluation consists of an 
evaluation of various aspects of training immediately after the training 
is over and jading its utility to achieve the goals of the organization. 
While the first may be easy to evaluate, the second phase pose 
complications. The effect of training on performance to achieve 
organizational objectives is difficult to isolate because performance is 
a function of complex forces and motives. 
IMMEDIATE EVALUATION  
It refers to reactions of the participants as to how they have 
found a particular training programme. This is usually done at the end 
of the last session where participants are asked to fill in a form. The 
form contains information on the objectives of the programmes and 
how will they were achieved during the training period. It also seeks 
information on contents, reading material, presentation, trainee’s 
mannerisms and relationships with other participants. This could be 
done as an overall rating on it could be session by session rating on 
these contents. In addition, participants are also requested to indicate 
their experience with class room; boarding and lodging facilities and 
provide suggestion to improve upon it. Since participants may be 
apprehensive and feel embarrassed in giving their free and frank 
opinion, they are usually given the option not to disclose their identity.  
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TRAINING UTILITY 
Success of an enterprise requires that everyone performs at his 
optimum level. Training to a large extent can help achieve this level. 
Evaluation of the utility of training deals broadly with form questions: 
i) Whether a given training programme has actually brought about 
the desired modification in behavior or not? 
ii) Whether training has a demonstrable effect on the performance 
of the task on achievement of organizational goals? 
iii) Whether the present method of training is the most superior are 
to achieve the desired results? 
iv) Whether the cost of training commensurate with achievement in 
the performance of the job? 
 Several methods have been tried out to test whether changes / 
improvements have been brought about by training or not. These 
methods consists of observations of behavior on the job after one has 
gone through the training; evaluation by superiors, peers and sub-
ordinates; self-evaluation by the person; and qualitative and 
quantitative improvements in his output. It may be pointed out that the 
quantitative and qualitative improvement in output is a difficult 
indicator. Changes in output are a function of host of variables, some 
know and others unknown. At a given time isolating the effect of 
training on output becomes a very slippery proposition. Because of 
this, some researches have tried to test the effect of training on 
performance by the use of a control group where two matched groups 
are identified and their performance is measured before and after 
training of these one group goes to the training programme, while the 
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other does not. Changes in performance in the post measure are taken 
as indicators of learning. 
 The attitudes and perceptions of the top management play a 
major role in the effective utilization of training. Unless they are 
prepared to accept and allow innovation and experimentation by the 
employee who has just completed training, it may have no value 
whatsoever and might demotivate and frustrate them. Training should 
not be considered a paid holiday to reward some employees. That is 
why it is necessary to analyze the training needs clarify the purpose of 
the training at the very beginning. 
 The training effectiveness deals with the issues whether formal 
training programmes contributes to the development of job related 
skills, eventually leading to grater effectiveness. Prof. Mehta, in the 
year 1970 pointed out that the training effectiveness is dependent on 
two considerations. Firstly, trainers are fully responsible for training. 
If the employees do not show results the trainer should be held 
accountable for it. Second training is not the answer to all the 
problems. Training effectiveness depends on the kind of atmosphere 
and culture which is prevalent back home. 
 Yet two studies suggest some opposite findings. Prof. Banerjee 
collected data on supervisors who had undergone training in an Indian 
Engineering Company. They were administered a check-list. The 
responses indicated that the impacts in industrial Relations had little 
on no impact on their effectiveness. However most of them felt that 
training did improve their self confidence, motivation identification 
with management goals and communication ability. In another study 
Prof. Maheshwari collected data on 999 respondents from banking 
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institutions. Though these managers found training programmes less 
effective with respect to their contribution to job performance, they 
did endorse the usefulness of formal training. 
 In a supervisory development course, Prof. Sikka asked the 
participants before the commencement of the training programme to 
write what qualities in their opinion should the qualities in their 
opinion should the supervisors possess and rate them on a scale of one 
to ten. At the end of the programme they were asked again to indicate 
and mate the qualities a supervisor should possess on a 10-point scale. 
Both lists, divided in terms of personal, professionals and human 
relations qualities are given below: 
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TABLE : 3 – QUALITATIVE ASPECTS 
 
 QUALITIES VALUES ON A 10 
POINT SCALE 
  BEFORE  AFTER 
 PERSONAL   
i) Have confidence in sub-ordinates. - 6 
ii) Ready to accept suggestions. 1 8 
iii) Polite in Nature / Behavior. 3 7 
iv) Be a man of principles. 2 - 
v) Look after difficulties of sub-
ordinate 
5 - 
 PROFESSIONAL   
i) Be punctual. - 10 
ii) Do manpower planning. - 4 
iii) Delegate his powers. - 4 
iv) Have leadership qualities. 2 8 
v) Be a good co-ordinator. 4 10 
vi) Have good job knowledge. 5 10 
Vii) Be quick in decision making. 3 6 
viii) Be duty conscious. 1 1 
ix) Have a sense of future planning. 2 1 
x) Arrange for equipment and material. 1 - 
 HUMAN RELATIONS   
i) Be good in human relations. - 10 
ii) Be honest to the organization. - 7 
iii) Appreciate the good work of sub-
ordinates and motivate them. 
3 8 
iv) Be co-operative. 1 2 
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The results of the study suggest that training can show visible 
and effective results and that depending upon the nature of the training 
participants could be helped to improve upon existing qualities and 
develop new quality. 
 Prof. Sikka has suggested two models to evaluate training 
effectiveness. First is the expectation – achievement model consisting 
of matching post-training achievements with pre-training expectations 
of the boss. Peers, the sub-ordinates and trainee himself. The second is 
the experimental control group model wherein a group of employees 
who have gone through training is compared in terms of their 
performance with those who have not. The models are useful in 
generating comparative data to judge if training has really made a 
deal.  
 
TRAINING FUNCTIONS IN INDIA – THE STATE OF 
ART SURVEY  
 Data for this survey were collected through a mailed 
questionnaire. In all, 49 completed questionnaires were received which 
represented 6.4% of the total sample to which questionnaires were 
mailed. The participating organizations were fairly representative of 
the variety of industries in India. 
SAMPLE CHARACTERISTICS 
 The sample organizations represented 17 different kinds of 
industries. There were some that were more than 36 years old while 
others recently established of the 499 organizations, 17 have their 
head office / corporate offices located in the Western Region, six in 
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the East. 13 in the North and 13 in the South. The percentage of public 
sector undertakings in the sample was 22.91, private sector 66.66 and 
joint sector 4.16. There were three organizations in the sample which 
were either partnership firms on co-operative societies. Eighteen of 
them had foreign collaborations with parent companies in the U.S.A., 
Japan, U.K., France, West Germany, Canada, Holland, Belgium, Italy, 
Switzerland and East Germany. In terms of Span of control or an 
average 4.76 workers were controlled by one supervisor and 2.64 
supervisors reported to one manager. About 86.66% organizations 
made profit of all the 49 organizations, four were reported to be totally 
self financed while the rest required funds from shares, debentures, 
fixed deposits, banks and other financial institutions. 
 
MAKING OF TRAINING DEPARTMENTS 
 Making of Training Departments of the 49 sample organizations, 
16 have their separate training departments, while for the rest; training 
function is a part of the general personnel and administration 
activities.  
 A subsequent analysis of the characteristics of the organizations 
that do not have separate training departments suggests that majority 
of them: 
i) Employ hundred or less Managers. 
ii) Employ 5 hundred or less managers. 
iii) Have shown an average turnover of 10 crores or less in their last 
accounting year. 
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TRAINING FACILITIES AND COSTS 
  It is unfortunate to note that only few of the organizations have 
full-fledged training colleges / institutions of their own, indicating the 
inadequacy of necessary infrastructure to modest training programmes. 
The facilities include class rooms, libraries, audio-visual equipment 
faculty on permanent pay role, residential facilities and a training 
secretariat. While other organizations are not as fully equipped as 
these, they have facilities of their own. 
 
NEED FOR ON THE JOB TRAINING 
 There are situations when the need for training exists but it is 
realized that for some completing reasons, it is not possible to send the 
individual to a formal training programme. It is likely that for the time 
being no such formal training opportunity is available or there are 
organizational constraints in sending the individual away for the 
duration of the programme. As the need for training is urgent, the 
situation demands consideration of other options for training the 
individual in the required competencies. The person’s supervisions on 
Managers may be convinced that the training needs can be adequately 
met by putting the individual through an on – the job experience. 
SPECIFIC FEATURES OF ON THE JOB TRAINING 
FOCUS ON INDIVIDUALIZED TRAINING 
i) In Informal Training, there is greater focus on the individual. 
His training needs are the prime concern of those responsible for 
organizing the informal training programme. 
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ii) Where the informal training is smoothly structured and 
supervised, the one – to – one situation on helps in the 
continuous appraisal of the progress of the individual. Through 
prompt feedback and regular communication between the trainee 
and the supervisor, the progress of the trainee can be viewed. 
iii) By adopting appraisal systems, the contents of training can be 
modified whenever the need is felt. This is how the training 
remains consistent with the training needs of the trainee and 
organization. 
iv) The training activities and the specific tasks given to the trainee 
may be determined on the basis of his learning styles. The need 
for learning can also be set in accordance with the learning 
ability of the individual. Therefore, the training programme 
should be considerably flexible. 
v) There is greater commitment and involvement of the trainee in 
the training process because it focuses on the individual. The 
level of motivation is generally high and the individual tries to 
make an extra effort in the process. If proper care is taken in the 
selection of the projects and experiences for the trainee, he is 
encouraged to relate better with the process as well as the 
content of the training. 
vi) Individual training programmes provide the trainees an 
opportunity to bring forward their creative ideas and explore 
their own virtues in a systematic way. 
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vii) Sometimes it has been observed that individual training 
programmes work against the interest of the employees. As there 
is direct and regular interaction with those who are responsible 
for his training, the trainee may feel exposed and somewhat 
insecure. He may feel as if being controlled by some authorities. 
As a result he withdraws himself and therefore informs on – the 
– job training requires deft handling. 
viii) As the settling for the training is the job itself, the training 
aspect can sometimes get relegated to a secondary position 
because of the demands of the job itself. 
 The National Training Survey of training of UK employers 
showed that half of the training took place on the job; more costs were 
incurred in training on than off the job. It constitutes an important 
item of the cost of employment – Perhaps as much as 1.5% of 
turnover. On the job – training is a key way progressing new recruits, 
developing apprentices or other long – term trainees, teaching 
employees new skills when new equipment and methods are 
introduced and of updating and upgrading skills. 
 A sustained effort to improve the quality of on – the job training 
could yield considerable benefits. It also offers a particularly useful 
opportunity for making line managers aware of the importance of 
training. Since so many of them will be involved in delivering on – the 
– job training. The National Training Survey has identified “On the 
job – training as “Training conducted at the normal place of work, 
involving significant periods of instruction during which there is little 
on no useful output, with the objective of learning on enhancing 
specific skills. 
 87 
 Much on the job training is delivered on a one – to – one basis, 
but the same trainers will often instruct perhaps three or four people 
simultaneously. The National Training Survey reveals that more than 
50 million people receive on the job – training in the course of a year, 
it seems likely that between 5 and 10 million people in the UK act as 
on the job trainers. 
 The whole topic of on – the – job training is under – researched 
what can be offered at this stage are some principles based on case 
studies cited in a teat and an outline of activities for line managers 
designed to improve their effectiveness as on the job trainers. The 
principles offered are basic rules of good practice which can be 
implemented in any organization. 
 Importance should be given to on the job training. Evidence 
from the National Survey suggested that in almost every sector nearly 
as much training is delivered on the job as off the job and that it costs 
more. Many firms simply fail to recognize the extent of this activity. 
 Techniques developed in the survey showed that the managers 
do know which people receive on the job training and why even 
though this information is often forth coming only after extensive 
prompting. 
 Recognizing who within an organization delivers on the job – 
training is a first step towards more effective delivery. These generally 
unacknowledged trainers have a great deal of experiences to contribute 
to the effective design of the overall training package in an 
organization. 
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 On the job – training should not be treated different. It should be 
seen for what it is: a significant element of an organization's total 
training provision. It should be subjected to exactly the same 
discipline, examination and scrutiny as the more visible methods of 
training that show up the involvement. 
 On the job training should be viewed in the context of the 
overall business objectives, particularly when important cultural 
changes are contemplated. It is important to ensure that bad habits are 
not being reinforced by cynical, inadequate on simply unaware trainers 
in the workplace. 
 Although on the job training is less visible and less intangible, 
the same basic disciplines should be applied as are used in systematic 
off the job training. It is important to identify what training is needed, 
plan appropriate training to meet this need, implement the training and 
then evaluate it. Imagination and ingenuity will be required to achieve 
this discipline, but the challenge should be welcomed and not used to 
excuse indifference. 
 Integrate on the job training with other methods. On the job 
training works most effectively when supported by other training 
methods, it should not be employed in isolation. The efficiency of 
those responsible for delivering on the job training can be much 
enhanced if they are adequately supported. Many organizations are 
taking advantage of improved technology to harness the new methods 
of distance learning, particularly videos and computer based training. 
These are used both to reinforce and supplement training objectives. 
Successful trainers treat on the job and off the job training as 
complementary activities. Significantly, some successful examples of 
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training initiatives have started from a recognition that existing on the 
job training is an inadequate mechanism for achieving charge and that 
an improvement in its delivery and enhanced status for the trainers is a 
key component of charge. 
 Don’t lose ownership of your programmes. This rule is offered 
primarily for organizations contemplating using external suppliers on 
consultants to help design new training initiatives. If an organ is of a 
significant size and the training is to involve all employees, it is 
important to consider ways in which the commitment of the in – house 
trainers can be secured at the outset, and ownership of the program 
transferred to them. This problem must be tackled at the first stage of 
design. Those responsible for delivering on – the – job training have a 
great deal to offer even at the earliest stages. 
 Train the Trainers – The final suggestion is offered is the most 
obvious one, but also the most difficult to implement. Given that half 
an organization's training effort is delivered through it’s under – 
recognized trainers acting on a part – time basis an improvement in 
their effectiveness must pay considerable dividends. 
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  LINKAGE OF TRAINING WITH ORGAN GOALS  
ORGANIZATINAL GOAL 
 
IDENTIFYING TRAINING NEEDS 
 
DECIDE TYPE OF TRAINING 
 
ON THE JOB       OFF THE JOB 
 
FOLLOW UP  DEVELOP 
TRAINING 
OBJECTIVES 
 DESIGNING 
TRAINING 
CURRICULUM 
     
MEASURE 
IMPACT OF 
TRAINING 
 CONDUCT  
TRAINING 
 SELECT 
TRAINING 
METHODS 
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NEW TECHNIQUES 
TECHNOLOGY BASED TRAINING 
 Developments in training technology have attracted a deal of 
attention in recent years. The evidence from the survey of best training 
practice showed that their adoption and impact was variable. A small 
but significant minority of primary respondents delivered over half 
their training in this way, for the remainder it constituted less than 
10%. There was little evidence that training managers were facing 
difficulties in identifying and managing the contribution from this 
source. 
 Developments in training technology have dramatically 
increased the potential leverage of the trainer in the organization and 
opened up a number of new and more sophisticated options for 
learning. These developments and the opportunities they afford are 
considered in a plethora of books and articles on new technology and 
its applications. New technology offers an opportunity in tailoring and 
designing training intervention for the individual its main advantage is 
the cheap mass reproduction of user – friendly learning material for 
example the easy availability of computer based training discs and 
videos and sending those to the high street shop on building society 
branch is no different in character from sending a large workbook. 
 The reasons why technology based training offers a new 
opportunity to the trainer and deserves attention stems from its 
flexibility and ease of access to the user. The new sophisticated 
products allow an element of choice. Computer managed learning 
environment have gone for beyond the linear video. The position and 
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status of technology based training has changed a let in the rapidly 
changing environment. The key concepts are: 
i) Distance learning, any form of imparting training where student 
and instructor are not in the same place. 
ii) Open learning which seeks to increase educational or training 
opportunities for those excluded from traditional systems, such 
opportunities need to be linked with qualifications. 
iii) Technology based training, training delivered by computer – 
based training, interactive video and computer simulations ; 
these offers a range of training solutions with a common thread 
of some form of computer routing on control. 
iv) Flexible learning, which is about altering learning so that users 
find it easier, more accessible, quicker, better related to that 
needs and more effective. 
 Distance learning where trainer and student are physically 
caused. It covers diverse media from written word, through teaching 
by TV and Video to more sophisticated methods based in new 
technologies. Open learning borders on an ideological concept; a view 
that people should not be disadvantaged by unequal access to learning 
opportunities. Technology based training is more than simply an 
improvement in training delivery, a supply – side movement which 
began to gather momentum some 25 years ago. The first new 
technology computer based training was stimulated by the 
development of advanced English Language Systems, increased 
programme capacities and computer speed and graphics.  
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ADVANTAGES OF COMPUTER BASED TRAINING 
i) It enables learners to study at a time of their own choosing. 
ii) It enables learners to study at their own pace. 
iii) It can offer a high level of interaction with immediate feedback. 
iv) It provides opportunities for learners to check their 
understanding. 
v) It can be made readily available at different locations and offers 
privacy. 
vi) It can keep students record automatically. 
TRAINING NEEDS ASSESSMENT 
What Are Training Needs? 
 For assessment of training needs it is very necessary to know 
what we actually mean by training needs. Training is any structured 
activity that is the result of a consciously assessed learning need 
designed to improve an individual or organization's performance. 
Training can be defined as “the process of bringing the manpower of 
an organization to the desired level of performance, behavior and 
attitude from the existing level of performance, behavior and attitude.” 
 The definition itself says that the gap between the actual and 
desired performance, behavior and attitude leads to birth of training 
needs for employees at workplace. Training is imparted to fulfill only 
this gap, the urgency depending upon the nature size and seriousness 
of the gap. 
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 Training need is a condition of requirement of moving to desired 
level of performance, behavior and attitude from existing level of 
performance, behavior and attitude. This condition of requirement is 
specific to all organizations, whether social or economic, government 
or non – government, profit or non – profit organization. 
Why Training Needs Arise? 
 The gap between actual and desired performance, behavior and 
attitude leads to emergence of training needs. But the main objective 
of training is to attain the level of performance, behavior and attitude 
in employees, which leads to fulfillment of the objectives of an 
organization. 
 Thus training needs arise when there is a condition of 
requirement to move to a particular level of performance, behavior and 
attitude. 
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When to Train? 
Gap in the level of performance, behavior and attitude. 
 
Need for training arises. 
 
Training needs assessed. 
 
Training imparted as per assessment. 
 
Ascertaining training needs and imparting training: 
When do Training Needs Arise? 
i) When the existing level of performance, behavior and attitude of 
employees is not contributing to the success of the organization. 
ii) When the level of motivation and moral is low among the 
employees in the organ. 
iii) When there is a special need due to some technological 
innovation in the organ like introduction of ISO Quality 
Systems. 
iv) When employees themselves convey to the organization through 
management about the key areas in which they are not much 
competent. 
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v) When there is a need for updating the knowledge of employees 
as per the industry scenario. This is especially the case in 
relation to market scenario and legislations. 
vi) When the organization takes special interest in some employee, 
thereby intending his development, for promotion or succession 
purposes. 
vii) When business plan or business strategy demands new 
orientation in knowledge, skills, attitude or behavioral. 
viii) When there is a change in policies, systems, priorities, 
producers, management expectations and focus in the 
organization. 
iv) When external changes have impact in the organization. 
 
Whom to Train?  
 Training is imparted to employees to when the training made 
have been  recognized. Training needs can arise for employees at all 
the levels. 
i) Top / Strategic level. 
ii) Management level. 
iii) Supervisory level. 
iv) Operational level. 
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DETERMINATION OF TRAINING NEEDS 
 The determination of training needs and organization of training 
programmes would vary from organization to organization. On one 
hand there may be a progressive company with highly organized 
central personnel and training departments and a plan for integrated 
manpower development. At the other extreme we may have a company 
where the personnel and training responsibilities are not very clear. 
 In the first type of company, the determination of training needs 
is something which is constantly being carried out. On the other hand, 
in the second type of company, training is less likely to be planned for 
the company as a whole as there are still many directors who do not 
accept the need for training. Even if the approach of each company 
differs, there are a number of common basic steps: 
- Take an inventory of existing manpower both qualitatively and 
quantitatively. 
- Make forecasts of future requirements by considering normal 
wastage through resignations, retirements, transfers etc. 
- Look for sources of talent both within and outside the 
organization. 
- Prepare strategy for development for existing as well as future 
manpower. 
 The training officer has to base his strategy on a number of other 
factors.  
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These factors are as follows: 
- Consider your terms of reference by getting recommendations 
from the management for the company as a whole or first by 
concentrating on specific department. 
- Consider the information already available regarding new 
employees and existing employees. 
- Consider the problems which arise within the organization like 
huge labour turnover, unnecessary wastages, excessive 
maintenance costs and frequent customer complaints. 
- Consider other possible approached like business and production 
reports, questionnaires, tests, survey, group conferences etc. 
 
When to assess needs? 
When work requirement change your “benchmarks” should also 
change. The learning needs should be assessed among the staff each 
year. But the gap between required and existing capabilities will 
change whenever there is a change in : 
- The work itself. 
- The people who do the work. 
- The work environment on resources.  
When the work changes: 
i) The work assignment, such as when an individual is promoted 
on new work is expected of your office. 
ii) Work method or procedures. 
iii) Tools or equipments used in the work. 
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WHEN CAPABILITIES CHANGE: 
i) A new employee comes on Board. 
ii) A staff member completes a training programme. 
iii) An employee’s physical mobility becomes limited. 
WHEN THE WORK ENVIRONMENT CHANGES: 
i) Changes in organizational missions or goals. 
ii) Change in organizational structure. 
iii) Change in the work site – the building or location or in access to 
the site. 
iv) Changes in laws, regulations, licensing on certification 
requirements.  
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A SYSTEMS VIEW TO TNA 
Spotting organizational problems 
 
Tracing main areas and causes of problems 
 
Recognizing individuals and groups related to organ problems. 
 
Job Analysis 
Performance Standards   Comparison 
Performance Appraisal 
 
 
Separating training from non – training solutions 
 
Determining performance improvement needs. 
 
Training needs and solutions   Non training needs and 
Solutions 
 Identifying possible career paths and competency requirements 
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  TRAINING DEVELOPMENT SYSTEMS  
Training needs assessment 
Decide training outcomes 
Measure Training Impact   Develop Training Modules 
Conduct Training Programmes  Select Training Methods 
Finalize Training Plan / When, What, Who etc. 
 Identification of training needs is the first element which is the 
most critical one in the training activity. Success of the training 
function depends greatly on the connect identification of the needs. 
 The needs assessment exercise turns into effective manpower 
exercise where the planners are able to do the SWOT analysis of the 
work force in an organized manner.  
 TNA Cycle of Events  
A change within the market place or organization, which leads to 
change in the following: 
i) Business need, which leads to 
ii) Training need which leads to a  
iii) TNA which leads to  
iv) Training delivery which leads to  
v) Training evaluation which could lead to 
vi) Going through the whole cycle again 
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APPROACHES TO TRAINING 
(A) FRAGMENTED APPROACH  
 Training is not linked to organization goals. 
 Training is perceived as a luxury a waste of time. 
 Approach to training is non systematic 
 Training is directive 
 Training is carried out by Trainers. 
 Training takes place in Training Department. 
 Emphasis on knowledge based courses 
 The focus on training rather than development. 
 
(B) FORMALIZED APPROACH  
 Training becomes linked to HR needs. 
 Training becomes systematic by linking it to an appraisal system 
 The emphasis is still on knowledge based course but the focus of 
the course broadens with greater emphasis on skill-based courses. 
 The line which is made between Training and HR needs 
encourages organization to adopt and new development approach. 
 Training is carried out by trainers, but the range of skill 
demands placed on a trainer develops with new breadth of courses 
offered. 
 Line managers become involved in Training and Development 
through their role as appraisers. 
 Pre and post course activities attempt to facilitate the transfer of 
off the job learning. 
 Training is carried out off-the job, but through career 
development the value of on the job learning gains formal recognition. 
 There is more concern to link a program of training to individual 
needs. 
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(C)FOCUSED APPROACH  
 Training and Development and continuous learning by 
individuals is perceived as a necessity for organizational survival in a 
rapidly changing business environment. 
 Training is regarded as a competitive weapon. 
 Learning is linked to organization strategy and to individual 
goals. 
 The emphasis is on the job development so that learning 
becomes a totally continuous activity. 
 Specialist training course are available across the knowledge / 
skill / value spectrum. 
 Self-selection for training courses. 
 Training is generally non directive unless knowledge based. 
 New forms of training activity are utilized Ex: Open and 
distance learning packages, self-development programmes etc. 
 More concern to measure effectiveness of Training and 
Development.  
 
An effective model of Training practice must retain the best elements 
of the systematic training model and: 
 
i) Offer the trainer a structured and disciplined framework in 
which to work. 
ii) To ensure that an effective loop from evaluation is in operation. 
iii) Emphasize the importance of quantifiable results, even through 
the feasibility of this varies. 
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 It should also take into account the following: 
i) The need to embed training activity firmly in the organization, 
thus securing links to strategic objectives and permitting training to 
operate in a corporate context. 
ii) That the training function has a role in projecting Training needs 
as well as reacting to item. 
iii) That different organization is at different stages in terms of 
training sophistication and that different approaches may therefore be 
necessary. 
 
  It is suggested that the activities of training cycle must, to have 
maximum  effectiveness be conducted with the following objectives 
in mind: 
 
i) In almost all cases the training culture of the organization will 
need to be developed. In the UK organization that over train will be 
rare. Like managers and human resources professionals will need to be 
made more aware of the importance of training and their role in its 
management. 
ii) The trainer should actively seek to develop the responsibility 
and responsiveness of line management. 
iii) The trainer will need to assist in the articulation that training can 
make, rather than relying on the organization to identify it. 
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 TRAINING AND THE ORGANIZATION  
  The identification of training needs must begin with recognition 
that the training manager is functioning in the broader corporate 
context, that there are both corporate and individual training 
requirements. The broader context is explored in three respects: 
 
i) The link with business strategy 
ii) The link with corporate culture 
iii) Link with broader development and motivational issues in the 
organization. 
 
  The HR professional have a long way to go before they can say 
with confidence that they have evolved the instrument which can 
adequately describe the situation that prevails in their organization. 
 
 The link between training and business strategy is one of the 
most problematic areas in training management at present. There is 
dearth of practical knowledge, consistency and goodness of fit of 
human resource activities, recommended as it is gaining an 
understanding of the process of strategic management formation. 
Every training programme should reflect a company’s business 
strategy. In the survey of best practice it was seen that emphasis was 
placed on producing implicit training plans which were consistent with 
business objectives. 
 
 The US commentators agreed that the critical managerial task is 
to align the formal structure and the HR systems so that they drive the 
strategic objectives of the organization. The 4 key corporate of HRM 
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are selection, appraisal, development and rewards. The link with 
performance is presented as below: 
           Rewards 
 
Selection   Performance   Appraisal 
 
           Development 
 
  The HR management cycle was developed by the management 
school of lecturer university and adding a value to company's career 
planning. The investigations are: 
xii) Low systematically these five activities were conducted. 
xiii) Low well they were integrated with each other. 
xiv) Low well they were integrated with corporate strategy. 
 
  Linking training with strategic management necessitates: 
i) Trainers or training manager having a broad theoretical 
understanding of the strategic management process. 
ii) Trainers or training managers ascertaining the methods used in 
their organization. 
iii) The HRM implications of strategic options should be articulated 
and developed using a proactive rather than a reactive approach, and 
as part of the broader human resources management activities. 
 
  The key task for the training manager is to adopt a proactive 
approach and to provide an input to strategy formulation. This must be 
achieved by presenting the human resource implications of the 
intended strategy and by generating new options which develop 
alternatives for the organization. The training manager should stay 
 108 
close to and try and understand the approach used by the strategic 
planner, investigate and develop matching human resource procedures, 
put forward proposals to develop the organization capability.  
 
  The development of an appropriate training response to the 
strategic management process demands an exploratory and contingent 
approach. It depends on the nature and location of the strategic 
planning process adopted in the organization. However, to reinforce 
the results of the survey of best practice, success will be more likely if 
training can be associated with an accepted high profile strategic 
change which is business led. 
 
 THE LINK WITH CORPORATE CULTURE  
   The concept of culture has achieved prominence in human 
resources in recent years. Culture management programmes demand a 
training input and provide an opportunity for the training professional. 
However, the concept is ill defined and as such readily gives rise to 
debate. One of the most important developments in human resources 
management over the last two decades has been recognition of the 
importance of culture. In particular the need to identify the corporate 
culture that exists in the organization and to nature the desired culture 
has been widely accepted. The following statements are generally 
accepted as true: 
 
i) An organization has a corporate culture which can be 
investigated and categorized. 
ii) Management can determine whether the existing corporate 
culture is appropriate to the organization that they  desire 
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iii) Structuring a desired corporate culture is important because it 
can be a key determinant in the achievement of corporate 
objectives, now importantly an inappropriate culture can present 
the achievement of corporate objectives. 
iv) That by a combination of well identifies organizational and 
personal procedures such a structuring of corporate culture is 
possible, corporate culture can be manipulated by the 
management. 
v) Organization with strong corporate cultures which are well 
aligned with the designed corporate objectives are more likely to 
succeed than those with were corporate cultures. 
 
  These statements being correct clearly give importance to 
training practice. Training programme will figure prominently on the 
list of personnel procedures which can be used to restructure corporate 
cultures. Training managers must therefore have an appreciation of the 
debate or corporate culture and realize the potential implications for 
the way in which they do their job. The concept of culture will still be 
the subject of exploratory debate from which practical conclusions can 
not be drawn of cultural change and is guided by external consultants, 
Human Resource Management must attempt, at the outset, to ensure 
that the process is translated into hard recommendations which can be 
expressed as training programmes or personnel activities. The training 
manager should attempt to understand corporate culture and a starting 
point must be consideration of how the concept has come to 
prominence. The simplest definition of culture is “The way we do 
things round here”. Most of the authors agree that culture is about the 
underlying beliefs and values that pervade as organization as well as 
the things that are done the visible manifestations of the culture. The 
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most appropriate definition of culture is “The commonly held and 
relatively stable beliefs, attitudes and values that exist within the 
organization. Organization culture is how aspect of an organization 
which give it a particular climate. Culture is to an organization what 
personality is to an individual. Culture is perceived as a multi layered 
phenomenon like onion with beliefs at the bottom as the unconscious 
element in culture, attitudes and values in the middle as the reportable 
elements and behavior as manifestation of culture. 
 
 TRAINING FOR CHANGE : AN INVESTMENT IN   
PEOPLE  
   Training is not a virtue to be propagated by the government. It is 
something that industry must do for itself. It is not an end in itself and 
it does not exist for the sake of trainers. It is something that must be 
relevant to industrial survival, progress and competitiveness. The pace 
and demands of change are quickening very noticeably and time scales 
are becoming so compressed that much quoted statement that “A week 
in politics is a long time” seems very much out of date. In today time a 
week in business see a transformation from a predictable world on 
Monday to a fundamental upheaval by Friday. 
 In 1990 Prof. Amin Rajan of the city university  Business 
School, London predicted that half of the companies in Europe could 
disappear by the turn of the century because they lacked the skilled 
technical workers they needed to provide the right type of customized 
products and services. The case argued was a lack of investment in 
Education and Training when the worked went through structural 
changes. Seldom has there been a more poignant indication of training 
and human resource development being seen as an investment for 
tomorrow rather than as a cost for today. 
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 The Challenge for Training  
   By the year 2010 the proportion of 16-19 years old ready to 
enter the UK market for employment will have changed market. The 
total number of young people is falling; the educational standards and 
attainments of these leaving schools are low. There are many who 
would argue that the history of British vocational training and 
education is largely a history of failure. As a result, more than a 
century after concern was first voiced, Britain still possesses neither a 
network of high quality technical schools nor a flourishing industrial 
system companies, schools and governments have all failed to address 
the needs of the average employee. 
 Despite a massive investment in education ever the last 20 years, 
research findings have consistently revealed that Britain’s workforce 
is under educated, under trained and under qualified some 40% of 
schools leaves having to useful qualification and over 50% of all 
employed people in Britain have no qualification at all which educate 
to the old GCE ‘O’ level. After decades of neglect and the near 
disappearance of traditional apprenticeships in many industries, the 
U.K. lacks of Human Resources required for a training revolution. It 
has nothing to compare with the West German who plays such an 
important part in the training of young recruits. 
 In the last decade there are tremendous challenges to be faced by 
all kinds of businesses and enterprises. Internally there was no respite 
for continuing. Technologies advances, coupled with continuing and 
growing market pressure for sustained product sophistication, 
innovation and variety. Externally competition will be increased and 
sustained, fueled by the advent of the single European market and the 
growth of hi-tech, high still, high quality and high output economics in 
South, East Asia and the Pacific Basin. Another challenge which 
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paradoxically, compounds the challenge presented by low skills levels 
and a dearth of meaningful qualifications is that presented by a 
growing focus on the individual. The most fundamental challenge lies 
in the shift in the relationship between the individual and the 
company. Historically employees have been treated on a collective 
basic, according to well-established and prescriptive rules and 
regulations. Individuals were dependent on the company for a variety 
of benefits, terms, conditions of service. Roles were clearly specified, 
unforced and segmented by the company a fair day’s play for a fair 
day’s work. The company in today’s time stands protectively in 
between the individual and the external business environment which 
was predictable in the past. 
 In the future the individual whether single or more likely in 
terms will be called upon to take more initiative, add value and 
contribution in previously untried ways; released from the constraints 
which applied before and empowered to take charge and better 
himself, at the same time as contributing to corporate welt being and 
business success. The chief challenge emerging from this will be the 
overwhelming need to change the attitudes not only of the employer, 
but of the individual as well and in doing so, the fundamental 
challenge of training as a cost or an investment will have to be 
addressed. 
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The Challenge for Management : 
   Many like managers and the other departments’ reads have 
recognized the importance of effective Training and Development. 
However recognition is one thing, active and purposeful involvement 
in another. Still there are many managers who only pay the lip service 
to their key role in achieving results through the people they lead and 
for whose Training and Development they are ultimately responsible. 
 Managers will be able to meet these challenges with and through 
the efforts of others. But a further challenge which by implication 
relates to all the other challenges is the changing nature of the 
workforce. Ex: The average young member of staff today is now 
socially sophisticated and is more questioning and developing. It 
generally seeks and expects earlier responsibility than his or her 
counterpart in the past. Managers will therefore need to adopt to meet 
this challenge if the required results are to be achieved in all other 
areas. Training in general and management training in particular must 
consequently take this factor into account by focusing sufficiently on 
the most appropriate ways in which managers can obtain the optimum 
contribution from all members of staff in achieving the required 
quality of service and level of productivity. It is surprising to find that 
many of the employees at the sharp end of businesses are weary of the 
endless discussions on the well worn subject of the changes being 
experienced and of the effects they are having on their daily routines. 
Companies have been successful in gathering ample current empirical 
research data to support the thesis that organizations do succeed in 
managing the change when they invest an appropriate level of 
resources in the change process particularly the human resources. 
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 To do this effectively managers will have to prepare their staff 
for the changes, both expected and unexpected which undoubtedly lie 
ahead. They must insure that their staffs are given the knowledge and 
skills and the confidence to face all the pressures. The ways in which 
we need to manage these pressures and the dedication that we 
demonstrate to are people will have a considerable effect on our future 
success. Those organizations which are employing large member of 
inexperienced people and supporting considerable investment in 
business, proper attention to staff and customer care is likely to be the 
difference between success and failure. Enabling the staff to accept the 
changes is one of the most valuable of the many skills of leadership. 
This means that managers at all levels must be flexible in approach, 
systematic in attitude and positive in style in order to provide this 
help. 
 
• Flexible: So as to deal successfully with the practical aspects of 
changes in an open minded manner. 
• Systematic: So as to understand fully the anxieties caused by 
change to others. 
• Positive: so as to give people confidence in the instructions and 
decisions passed down to them by someone who is clearly seen to have 
confidence in his own decision and confidence in the future. 
 
  In general the awareness of increasingly intense competition and 
the requirement to retain costs has resulted in a greater understanding 
by senior managers of the importance and value of training. It is now 
seen as an investment for the future rather than a cost on the present. It 
is now regarded as shot sighted for the management to slash training 
budgets in an attempt to reduce operating costs. 
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 The Challenge for Trainers  
  Few would dispute that Training and Development must be at 
the top of the agenda for all business or that the most successful and 
competitive organization are those which provide consistently high 
level of effective and relevant training. The effectiveness of training 
can be assessed by assessing the achievement of the organization 
objectives and by linking it to the business strategy and plans. 
 On this basis it is important to agree or three basic assumptions 
about training. 
1) The purpose of training is to change behavior so that individuals 
can perform a new purposeful, effective and valuable service for 
the company. 
2) The effectiveness of the training must be quantifiable and 
measurable. It may be difficult at times to calculate its 
contribution to the bottom line. 
3) The true cost of training including all the variables such as R&D 
design, release costs, housekeeping costs, faculty and external 
provision, must be calculated as soon as possible at the start of 
the development of training plan. This is the only way by which 
the costs can be judge as acceptable by the company. 
 
  The results of training must always by congruent with corporate 
strategy and that the training planning must be locked into business 
planning. This is the only way by which training can be made 
effective, efficient and relevant. But if the corporate objectives are not 
clearly defined a there is no shared vision or the business planning is 
not made effectively, then the outcome of training will be negative. 
This will not only pose a problem on challenge but also provides a 
scope for genuine proactive involvement by the trainer in the 
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company’s affair. Many companies still plan their business on the 
basis of over coming short term deficiencies in the market share,  
appropriately skilled staff, return on investment and so on others are 
taking a more forward looking view by identifying what needs to be 
done differently in order to achieve the necessary changes. What will 
people need to learn to become involved in the change process and 
what contribution will Training and Development have to make and at 
what cost. 
 The really successful organization's and they need not be huge 
multinationals performing on a worldwide scale are those which take a 
strategic view of business planning. Very often they know what they 
have to do but lack the organizational capacity to put it into action. 
They solve the problem by critically reviewing the capabilities the 
organization will need to acquired and the capabilities both individual 
and groups will have to develop in order to carry the strategic plan 
through. This in turn dictates what the contribution from human 
resource development, the global role of training should be. In time, 
the effectiveness of the training contribution can be assessed in the 
light of business achievements against plan and adjustment, where 
necessary, can be made for the future. 
  It is in the strategic planning scenario that Training and 
Development people can collaborate with the line managers to enable 
them to re-think their assessment of the future needs and direction of 
the organization and thus their approach to business planning. In all 
too many organization training has, in the past, been seen as a low 
status activity peripheral to the main thrust of the business. Senior 
executives still labour deep seated prejudices and unhappy memories 
of personnel and training managers as the custodians of much of the 
old style central apparatus they are new seeking to get away from or of 
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training people put into that role because they were either failures in 
other, more important, operational assignments or had chose to take a 
soft option. 
 Trainers must now ask if they can really present themselves as 
convincing orchestrations of new thinking and if the ideas and tools they 
have as part of their stock-in-trade are good enough or relevant enough to 
undertake such formidable task. Undoubtedly the responsibilities will be 
awesome  Not all trainers by any means will either want, or have, the 
necessary consulting skills and abilities to break into such a radically 
different activity, and a heavy training investment in themselves will be 
essential. But what could be more challenging and exciting than actively 
contributing to decisions about organizational changes which are necessary 
to secure the future in a changing environment? Properly resourced and 
trained, they will be able to collaborate with line executives to assess the 
causes of the organization’s performance in the present and help to chart its 
planned performance in the future. 
 Whatever the vision for the future, historically, much of the 
responsibility for making a success of Training and Development has 
rested not only with the trainers themselves, but with the line 
management of the organization at all levels. Without the visible and 
sustained commitment to training from the very top, the chairmen and 
chief executives no less, and without a culture in the organization 
which is supportive of training, many of the more go-ahead trainers 
face frustration and disillusionment. Despite having contacts with 
employees at all levels, and thus gaining a feel for and an 
understanding of the current and emerging problems within the 
organization, many trainers find themselves allowed little scope for 
applying themselves to provide solutions. Too often they are ‘viewed 
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as a service, rather than an integral part of management development 
policies’. 
 Undoubtedly, there is a need for change in the status of the 
Training and Development function. Such a change cannot be brought 
about by exhortation. Trainers themselves must shoulder a large part 
of the burden of responsibility for bringing it about: by changing 
themselves, by being innovative, imaginative and forward-looking, by 
developing new learning strategies, by shedding many of the self-
effacing tactics of the past - in effect, by being truly professional. 
Essentially, the change in the status of training cannot be 
brought about if we do not regard and treat the provides of learning- 
whether they are teachers in schools, lecturers in higher education, 
faculties in universities, colleges and business schools or trainers in 
companies - as people engaged in work of high importance, whose 
responsibilities are often daunting, of whom much more is going to be 
expected and required, and to whom equivalent respect and reward 
should be accorded. They have a prestigious and crucial role to play. 
 The culture which is frequently to be found in organizations, 
both large and small, which have been relatively sheltered, through 
regulation, from the full rigour of market competition, tends to stress 
correct form and procedure, inspections and sanctions, with limited 
feedback provided to the staff. Supporting this, organization structures 
have been typically hierarchical, with long chains of command 
reinforced by strict systems of reporting and accountability. 
 The challenge now is to develop a much more market-driven 
culture without losing reliability and meticulous attention to detail, 
underpinned by sound ethical principles, which remain essential to 
continued and sustained success. This is what lies at the heart of the 
change process which will guarantee survival and to which trainers 
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change process which will guarantee survival and to which trainers 
must become deeply involved and committed. 
 There is now a growing acceptance that Training and 
Development must be driven by the strategy of the organization. This, 
in turn, has significant implications for trainers, where the emphasis 
will be on concentrating upon organizational needs, through 
developing individuals so as to arrive at an organization which devotes 
itself to long-term learning, rather than to short-term training. Such 
learning demands continues and meaningful interaction between 
people and their working environment. An environment which is both 
supportive and stimulating will lead to considerable learning, and, 
through this, to individual and organizational growth. But for this to 
happen changes have to take place, particularly in the traditional rule-
based organizations where structure, systems and procedures were 
designed to maintain stability at all costs by preserving the status quo 
and getting people to toe the line. 
 In the learning organization training is not an activity which is 
separate from day-to-day activities. Instead, it is an inherent part of 
the working environment. When people need to know or learn 
something, the information and the facilities to learn must be 
immediately available to them. By this means the learning 
organization learns from all sources and directions, so that change is 
not only accepted, but are eagerly sought out and the challenges it 
brings are welcomed. Such a result reduces the impact of change and 
strengthens the organization’s ability to cope successfully and to 
survive (Bentley, 1990). 
 Success, therefore, can be derived from a learning culture where 
Training and Development become demand-led, rather than supply-
driven. With the genuine and enthusiastic commitment and backing of 
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top management and the allocation of resources to match, training will 
work to ensure that organizations attract, train, develop and retain the 
people talent needed to guide them successfully through the coming 
decade and into the next century. participative leadership of a learning 
culture, supported by goal-oriented human resource development, 
means that organizations will generate better solutions from their own 
commitment, experience and creativity - and training for change will 
make it work. 
 
CRITERIA IN CHOOSING AN APPROPRIATE TRAINING 
STRATEGY 
 Having identified a need for training, and looked at the overall 
approach, the next task is to determine how best the learning 
objectives can be met. This can be difficult decisions because the 
spectrum or range of possible strategy choices (either as discrete 
activities or in combination) is considerable. While it is true that the 
cautious and traditional trainer may perceive the range of options as 
limited, this is certainly not the case for the proactive, innovative and 
less risk-averse organization, especially if training is integrated with 
its mainstream activities. 
 How then optimum training intervention strategies by can 
determined? One solution lies in the application of a simple matrix 
which juxtaposes requirement and potential solutions. The two 
dimensions of the matrix are: the key criteria which must be satisfied 
if the proposed strategy is to be successful; and the range of possible 
training strategies. The use of this matrix helps to determine which 
strategy will be accommodating both the opportunities and the 
problems inherent in a particular situation. Attention is focused on a 
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series of possible options at each stage when working through the 
process; the reasons for and against the potential choices are 
evaluated; and the optimum or ‘best fit’ solution emerges. It is 
important to stress that the use of the matrix does not provide 
automatic solutions! Its purpose is to raise a series of questions to 
enable careful and wide consideration of a range of possible options. 
 Which particular elements to include on each axis will be a 
matter for the user to decide, and the format of a matrix will therefore 
vary according to circumstances. In making this choice, account will 
be taken of such factors as the overall approach to training, as well as 
the level of sophistication of relevant staff. The ‘key criteria’ and 
‘possible strategies’ elements of a general-purpose matrix and its use 
are out-lined below. 
 The key-criteria dimensions of the chosen matrix (not in order of 
priority) are as follows: 
• Training/learning objectives. 
• Estimated likelihood of transfers of learning to the work 
situation. 
 A matrix of criteria and training strategies 
• Probable organizational reaction. 
• Organization potential for providing training, and other 
resources available. 
• Trainee-related factors. 
The possible training strategies are grouped into five main categories: 
• Training within the present job environment. 
• Other planned in-company activity. 
• Planned external activity. 
• Internal / External courses 
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CONCLUSION 
 Training is expensive in terms of organizational resources and 
employees’ time and effort. Selecting the most appropriate approach 
and method in training strategies merits extremely careful 
consideration and thoughtful planning. It is, however, important not to 
forget the long-term aspect, in that learning can create flexibility of 
mind and develop skills which will help in future learning. The need to 
focus on clear training/development objectives must never be 
overlooked, but just as a number of important scientific discoveries 
have been made during investigations of something totally different, 
and their significance not relaxed at the time, it is possible that on 
occasions, valuable self-developmental insights occur in an unplanned 
way and do not manifest themselves until much later. Thus, it would 
seem that whatever approaches and strategies are adopted, the 
concepts of continuity and self-development should never be totally 
ignored. 
 This chapter discusses the characteristics of training need within 
an organization and suggests a practical framework for their 
identification. 
 Much learning takes place at work without people necessarily 
thinking of it as training. Through interest, curiosity, ambition or 
simply by having to cope, individuals become aware of learning gaps 
that need filling or of opportunities for self-development. Often 
without official guidance or direction people take advantage of these 
opportunities or take action to fill the gaps. They watch others, try 
hold of information. A good deal of the knowledge and many of the 
skills and attitudes that people acquire at work are learnt in this way, 
whether or not the stimulus to learn or indeed the learning process 
itself is welcomed by them. 
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 Alternatively, development opportunities outside the work 
environment can cause individuals to become aware that their skills 
and knowledge are in some way deficient. Through the media and the 
rapid advances in information technology and flexible learning 
facilities these opportunities are dramatically increasing. They have 
focused more attention on what might be termed ‘supply-led’ learning 
needs, that is, needs which, although they existed before were either 
not recognized as such or, if recognized, were not accorded a high 
enough priority for action to be taken. 
 Most of the above learning is achieved informally. In contrast, 
when people use the word ‘training’ they are generally thinking of a 
more formal process, directed towards a practical, performance related 
objective. Training is perceived as a deliberately planned and 
structured intervention into their informal day-to-day learning which 
requires someone else - a trainer, teacher or coach - to suggest, 
organize and control what they learn. 
 While this view of training is too simplistic and is increasingly 
unfitted to current thinking, the informally recognized learning gaps 
do not necessarily of themselves correspond with what the 
organization itself wants or thinks is important (though it is true that 
they may sometimes be disconcertingly nearer the mark than more 
formal and remote reviews, and their potential for the organization is 
too often overlooked). If the purpose of training is to ensure that 
employees have the skills, knowledge and attitudes required for the 
organization to attain its objectives within its particular culture, then 
the identifying of what has to be learnt cannot be left purely to chance. 
A more systematic process is needed which will enable the 
organization to determine and keep under review its priorities for 
training and enable quick reactions to problems and opportunities. It 
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should include both formal and informal activities and encourage and 
assist managers and other to play their own roles in providing a 
relevant learning environment. 
 It is important, in identifying needs, to take account of the 
national and organizational contexts within which organizations are 
working, and, in particular, current developments affecting training. 
These include: 
1. The effects of legislation and national economic policies on the 
organization’s markets and policies. 
2. The pace of technological development and job change, which is 
increasing the requirement for learning, needs to be quickly and 
continually re-identified. 
3. More flexible policies for human resources. 
4. The impact of the post-1992 European Common Market, and the 
increasing recognition of Britain’s comparative weaknesses in 
vocational education and training and the possession of qualifications. 
5. Developments towards the establishment and use of detailed and 
nationally agreed ‘competences’ for a wide range of occupational, 
professional and management qualifications. 
6. The increasing stress (sometimes in an uneasy relationship with 
the ‘competence’ developments) on continuous development, self-
development and on people taking responsibility for their own 
learning. 
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To whom does the need apply? Why does the need 
occur? To specific 
individuals 
To specific 
groups of people 
To the 
organization as a 
whole 
Job changes, e.g. 
Technology/methods 
Systems Products / 
services Organizational 
Management style 
Legal requirements 
   
People changes, e.g. 
Young people starters 
Adult starters 
Transfers/promotions 
Career development 
Personal Development 
   
Performance 
deficiencies, e.g. 
Technical skills/know-
how Managerial skills / 
know-how 
   
 
 The traditional philosophy of training in the United Kingdom as an 
activity associated with preparation at the beginning of a working life the 
‘front-loaded’ model of training - implies a once-and-for-all training need 
which could be met by a once-and-for-all episode. In a society with little, or 
only gradual change in work patterns, processes and materials, such an 
approach to training may have been adequate. It is a totally inadequate 
approach in to-day’s turbulent society. 
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 A philosophy of continuing development is necessary to 
accommodate the reality that training needs are occurring on an 
unprecedented scale for the individual, the employing organization 
and society at large. To reap the maximum benefit which training (in 
its many forms) can bring at each of these levels, personnel and 
training officers must pay much greater attention to identifying 
learning gaps and how they can be filled. 
 
OTHER METHODS 
 There are a number of other approaches to obtaining the 
information about the job in question. Such methods include: 
• Co-counselling discussions between two of the job holders. 
• Diaries which can be analyzed for sequencing after completion. 
• Brainstorming sessions of a group of job holders to ensure that 
the complete information set emerges. 
• An interaction analysis such as Behaviour Analysis. 
 
 The free, fast-flowing contributions of ideas, thoughts, feelings, 
facts and views about the job will be listed as they emerge. After the 
brainstorming session, the analyst, possibly with the help of a job 
holder, can assess and analyze the list of contributions and produce a 
job specification. 
 
The effective trainer checklist 
  The research and workshops on trainer effectiveness carried out 
by staff of the then Thames Valley Regional Management Centre at 
Slough and Oxford, on behalf of the Manpower Services Commission, 
identified a number of key areas that influence trainer effectiveness. 
This checklist summarizes what were found to be the more important 
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factors in each area. The purpose of the checklist is to provide some 
food for thought: it is not a definitive listing. All items must be 
considered in the light of the trainer’s own situation. In using this 
checklist, you are invited to ask the following questions: 
• How does this apply to me? 
• Where do I stand in relation to each item? 
• Where should I be? 
• What things might I change to improve my effectiveness? 
• Why should I change? 
• How can I bring about the change? 
• What help do I need to change? 
• What other factors should I be considering? 
 
 There is no right or wrong answers. The process of taking and 
answering the questions will help clarify what you want or need to do 
to improve the contribution you can make to your organization. 
 
TRAINER COMPETENCIES 
 These can be numerous, but our research suggests the following 
at least must be considered: 
• Ability to motivate learners and to hold their interest. 
• Capacity to communicate and present information, and ideas, in 
a meaningful way. 
• Good knowledge of the subject matter or area in which people 
are being trained. 
• Ability to relate the training to the practical world of the 
trainees, using appropriate examples. 
• Clarity of thought and in use of analytical and logical skills. 
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• Capacity to stand back and work strategically. 
• Being able to control the learning group. 
• Exercising appropriate social and leadership skills. 
• Being able to manage the training situation. 
TRAINERS CHARACTERISTICS 
 The range of characteristics is clearly very diverse - as diverse 
as the people who make up the training profession. However, the 
research indicates the following to be important contributions to 
effectiveness: 
• Being sensitive to the needs of the learners. 
• Being prepared to listen to what learners have to say. 
• Being approachable, responsive and sensitive, feeling the mood 
of the earners. 
• Projecting enthusiasm, vitality, motivation, interest and 
dedication. 
• Having confidence in and commitment to the approach adopted. 
• Being patient and tolerant of the learner’s problems and 
shortcomings. 
• Being seen to be ‘credible’. 
 
TRAINERS STYLE 
 There exist considerable variations in the way in which trainers 
go about their jobs. We found that a number of dimensions could be 
used to characterize trainer style. Where do you fit on each of these 
dimensions? 
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1. Use trainer-centered 
training approaches 
 
______
__ 
Use learner-centered 
training approaches. 
2. Use persuasion to get 
people involved in training 
 
______
__ 
Use own authority or the 
authority of others to get 
people involved in training 
3. Work in a detached way  
______
__ 
Pervasive in the 
organization 
4. Adopt theory-centered 
approaches in training 
 
______
__ 
Adopt problem or need 
centered approaches in 
training 
5. Use interventionist 
strategies 
 
______
__ 
Do not use interventionist 
strategies 
6. Primary concern is for the 
need of the organization 
 
______
__ 
Primary concern is for the 
needs of the individual 
7. Respond to training needs 
as presented to you 
 
______
__ 
Diagnose the nature of 
apparent training needs 
before responding 
8. Structure training 
programmes highly 
 
______
__ 
Adopt a more flexible 
approach to training 
programme structure 
9. Use standard/tried training 
approaches 
 
______
__ 
Experiment with training 
approaches 
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10. Tend to propose solution  
______
__ 
Guide people through 
problem-solving 
11. Work strategically, plan 
ahead and set objectives 
 
______
__ 
Respond to problems and 
needs as they arise 
12. Take steps to remain 
informed on subject matter and 
the organization 
 
 
 
______
__ 
Do not take steps to 
remain informed on 
subject matter and the 
organization 
13. Choose specific areas for 
training initiatives 
 
 
______
__ 
More concerned with 
teaching principles 
14. Obtain feedback to 
improve training 
 
______
__ 
Not concerned with 
obtaining feedback 
15. Vary training approaches 
to suit learners 
 
 
______
__ 
Tend to use the same 
training approach 
irrespective of type of 
learners 
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TRAINERS ROLES 
 There is clearly no single, all purpose trainer role. Trainers 
adopt a variety of roles, some being merged within an overall role. 
Which of the following roles do you perform? 
• Training Policy Formulator 
• Training Need Identifier and Diagnostician 
• Generator of Ideas for Training Initiatives 
• Formulator of Training Objectives 
• Researcher and Curriculum Builder 
• Materials Designer and Developer 
• Training Administrator and Organizer 
• Training Marketer 
• Direct Trainer/Instructor 
• Organization Development Agent, Catalyst, Facilitator 
• Coach, Mentor 
• Training Advisor, Consultant 
• Agent of Learning Transfer to the Job 
• Manager of Training Resources 
• Trainer and Developer of Trainers 
• Liaison Officer 
• Assessor of Training Quality 
• Evaluator of Training Contribution 
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PURPOSE OF TRAINING 
 These are really for you to define, in the light of the 
organizational needs that have to be met. But think about the 
following: 
• Is training part of a general corporate strategy for improving 
organizational effectiveness? 
• Is training carried out because it has a long history of existence 
in the organization: ‘we do it because we’ve always done it’? 
• Is training too concerned with satisfying external requirements 
(e.g. of Government, of Training Organizations)? 
 
OVERALL EFFECTIVENESS 
 Finally, what do you feel are the outcomes of your work as a 
trainer? Are they: 
• Evidence of changed behaviour/performance of trainees? 
• Capacity of trainees to continue to apply learning to their work 
situations? 
• Greater willingness of trainees to find better ways of doing 
things? 
• Improvement in the cost effectiveness and efficiency of the 
organization? 
• Improved productivity? 
• Greater interest in training, e.g. as expressed in more post-
training follow-up activities? 
• Measurable achievement of objectives? 
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ATTITUDES TO TRAINING 
 Experience and research have shown that widely differing 
attitudes to training exist. The following represent some of those most 
frequently encountered. The first sets are essentially negative (or 
pessimistic), while the second are positive (or optimistic) statements: 
• Training is a costly luxury. 
• Training is a waste of time. 
• Training is a peripheral activity. 
• Trainers are passive or reactive. 
• Trainers are passive or reactive. 
• Trainers are classroom-bound. 
• Trainers are not adaptive to change. 
• Trainers and training lack credibility with managers. 
• Trainers do not put themselves about enough. 
• Trainers and training do not contribute to organization success. 
• Training is essential for excellent organization performance. 
• Successful training is needs and change oriented. 
• Trainers must and can get close to the heart of the business. 
• Trainers can adopt alternative roles. 
• Trainers need new skills to be successful in those roles. 
• Successful trainers are politically aware but not necessarily 
politically active. 
• Managers are more fully accepting their responsibilities for 
training. 
• Credibility comes through positive action and visible success. 
• Training and trainers make a direct contribution to organization 
success. 
• Trainers are needed more than ever before. 
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  Developing and showing positive attitudes to training and trainers is 
vital to the success of the Training and Development effort. Which attitudes 
do you hold? More importantly, which attitudes do your senior managers 
hold? If they are essentially negative, get working fast on changing them. 
Without a set of positive attitudes, a climate conductive of successful 
training cannot be established. What can you do: 
 
1. To eliminate negative attitudes? 
2. To build upon the positive attitudes? 
 
  The researcher has tried to focus on the use of learning styles by 
individuals for themselves which enumerates the following: 
1. Examine the process of learning from experience and the short 
cuts that managers characteristically take to truncate the process; 
2. Describe four different learning style preferences and show how 
they affect the sort of activities managers learn from;’ 
3. Show how it is possible to develop and underdeveloped learning 
style and thus become an all-round learner from experience. 
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Stage 1 
Having an  
experience 
  
Stage 4 
Planning the 
Next steps 
Stage 2 
Reviewing the 
Experience 
  
Stage 3 
Concluding 
From the 
Experience  
 
 
BECOMING AN ALL-ROUND LEARNER FROM EXPERIENCE 
 Knowledge of learning styles can either be used to help dovetail 
learning activities to suit learning styles or be used as a starting point 
for self-development. The latter option is the one I want to explore 
now. 
 The advantages of having a broader range of learning skills are 
that you become a more effective learner from life’s events and, if you 
are a trainer as I am, you are more likely to be able to help a greater 
range of trainees by being a more effective trainer. I want to illustrate 
how I personally have made use of knowledge of my own learning 
style preferences to become a more effective trainer. I do this not in 
any boastful way, but as a means of trying to encourage readers to 
develop their own learning skills and thus become better at helping 
other people to learn. 
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 Clearly, the strengths and weaknesses affect performance as a 
trainer. For example, I am likely to design training courses that are 
packed with lots of activities and to sell people short on theory and 
basic principles. I am likely to warn to trainees who display activist 
tendencies and to have difficulties with trainees who hold back and are 
more cautious and less assertive. Also, paradoxically, the more I try to 
jolly along trainees who have reflector/theorist preferences, the more 
likely they are to take fright and withdraw still further. 
 If management development is designed to provide managers 
with learning opportunities, then the process of learning from 
experience is an essential ingredient, perhaps the most essential. In my 
view any respectable management development programme should 
offer explicit help with learning how to learn by doing some or all of 
the following things: 
1. Helping managers to know the stages in the process of learning 
from experience and how their learning style preferences help and 
hinder them with parts of this process. 
2. Helping managers to work out how to develop an under-
developed learning style, so that they can aim to become better ‘all-
round’ learners. 
3. Providing managers with a safe haven, where they can practice 
developing an underdeveloped style and help learning from experience 
to be a deliberate, conscious process. 
4. Helping managers to identify learning opportunities in their 
current jobs and plan how to utilize them. 
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FRAME WORK FOR CONDUCTING EFFECTIVE TRAINING 
 
Facilitating Transfer of Training to the Organization 
 A training programme does not end with the accomplishment of 
its objectives. The training agency needs to look beyond and prepare 
the participants for the important task of transferring training to the 
organization’s work and functioning. As part of this preparation, the 
trainers should identify the factors - personal or organizational - that 
are likely to facilitate this process and strengthen them during the 
programme. They need to be convinced that, notwithstanding the 
problems and resistance they may encounter, the acquired learning is 
transferable. Their confidence in themselves has to reinforce. The 
training design should address these issues and concerns. 
 
Informing the Participants of the Programme 
 Once the programme has been prepared, the next step is to be 
send information to the participants well in advance of the programme. 
The main objectives of this communication are: 
• Inform them of the details of the programme - programme 
objectives, key features of the programme, etc. 
• Prepare them for the programme by getting them in the right 
frame of mind for the programme. 
• Arouse their curiosity and make them look forward to the 
programme.  
• Address their initial concerns and queries. 
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This communication should be in the form of a document. 
Remember that the document is not just a collection of printed words. 
It is a vital link between - and crucial for - the participants and the 
training team. 
 Through perusal of the document, a participant can perceive a 
number of things about the programme, some of which would be: 
• Level of preparedness of the training agency and the training 
team for the programme. 
• Extent to which the training team is able to visualize and 
understand the participant’s initial queries and concerns. 
• Attitude of the training team towards the participants. 
 In some ways, the communication also mirrors the proficiency 
and competence of the training team. A well prepared document 
transmits a positive image of the training team, but if it is written in an 
inept and slipshod manner, it handicaps the programme right at the 
beginning. A copy of this document should be sent to the sponsoring 
organizations as well, as this keeps them abreast with the 
developments on the programme. 
 
Communicating Programme Information to the Participants 
 The following are the suggested areas regarding which 
information could be included in the document: 
  A. Programme Objectives and Content 
 The communication should intimate the participants about what 
to expect from the programme. It should include enough information 
to set their questions, anxieties and concerns at rest. The training team 
may consider providing only such information which is necessary at 
this stage and hold back some till all the participants have assembled. 
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B. Administrative and Physical Arrangements 
 The participants, especially the outstation ones, would expect 
some information on the venue of the programme, living arrangements 
and arrival reception, if planned. In international programmes, there 
are matters of considerable concern for participants from developed 
countries if the programme is being organized in a developing country. 
 
 C. Basic Information on the Training Agency 
 Some basic information should also be provided on the training 
agency (or the organizers of training), its objectives and work. This 
information should be enough to establish its credentials for 
organizing the programme. This can be very reassuring to the 
participants. Some details on the training team may also be included if 
this helps to reinforce the participants’ confidence and interest in the 
programme. 
 
 D. Instructions on Home Assignments 
 The training team may also decide to give some home 
assignments to the participants, for submission on their arrival, as part 
of the preparatory work for the programme. These should be relevant 
to the programme and consistent with its nature and duration. 
However, the task should not involve excessive work; otherwise the 
participants may not complete it all or do it grudgingly. They may 
consider it a ‘punishment’ for attending the programme. At the same 
time, the training team must ensure that all participants complete the 
assignments; otherwise it will appear as if the training team is not 
serious about this exercise. The credibility and authority of the 
training team will get eroded and this may not be good for the program 
me. 
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E. Conveying Expectations to the Participants 
 The communication should explicitly state the expectations - by 
way of their commitment to the programme and participation in it - the 
training team has from the participants. Sometimes, participants come 
to a programme with all kinds of assumptions and notions in relation 
to their position and role and if they find the situation inconsistent 
with these, they may develop a negative attitude towards the 
programme and the trainers. It is suggested that some form of a 
learning contract should be included to ensure their commitment to the 
programme. This will be a moral obligation. 
 
 F. Securing Information for Preparing a Training Group Profile 
 The communication may also include a Proforma for soliciting 
information required by the training team, viz., a profile of the 
training group. 
 
IMPORTANCE OF TRAINING METHODS 
 As training is being increasingly used as a major tool for developing 
competencies and improving performance in various fields, trainers the 
world over have been investing time and effort in exploring ways and means 
to improve its delivery. Their task has been facilitated by the major strides 
made in the area of educational and training technology, especially during 
the last three decades. As a result of research into the psychology of 
learning, we now have considerable understanding of learning styles and of 
the kind of environment that enhances the learning process in a training 
programme. As a result of these developments, the role and importance of 
training methods in promoting the training process has been widely 
acknowledge by trainers and learners alike.  
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  A training method can be understood as an instrument or a technique 
that a trainer employs for delivering training content or for facilitating the 
learning process, in pursuance of predetermined learning objectives. 
Considered from another perspective, a training method can also be viewed 
as a means of communicating with a particular group of participants or 
reaching out to them in the context of a training programme with the 
expressed purpose of enhancing learning. It is, therefore, evident that a 
training method is not an end in itself, but a means to achieve certain specific 
objectives. 
 Training methods have a lot of variations. Some are relatively low risk 
methods and demand little involvement from the participants. On the other 
hand, there are those whose success depends on active participation of the 
group. Some training methods need minimal preparations but some others 
require elaborate preparatory work. Some test the level of expertise of the 
trainers while others require a low level of expertise. 
 
Functions of Training Methods 
 A trainer may use a range of training methods to provide variety in the 
delivery of training, sustain the interest of the participants and maintain the 
momentum of the training process. He may even use more than one method 
for a single training activity. It is also possible that in using a specific 
training method, the trainer may emplo0y a variety of sub-techniques or 
exercise different variations, to enhance its effectiveness. 
 Some major functions of training methods are discussed in the 
following paragraphs. 
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1. Assist in Creating an Appropriate Learning Environment: The 
training method facilitates learning in a relatively risk-free and non-
threatening manner. It aims to reduce learning an interesting, meaningful and 
even enjoyable experience. Use of an appropriate training method stimulates 
the participants and sustains their interest in the training activity. It arouses 
their curiosity. Thus, it helps in creating and sustaining an appropriate 
learning environment for a particular module or topic. 
2. Enhance Participation and Involvement of the Group: A training 
method aims to enhance the process of learning by energizing and 
motivating the participants for greater contribution and involvement in the 
training process. This promotes two-way communication between the 
participants and the trainers. It keeps them in a state of action an agility. It is 
directed at bringing out the best in them. It also facilitates a meaningful and 
productive investment of their knowledge and experience in the learning 
process. 
3. Give Greater Control of the Learning Process to the Participants: 
Modern learning theory emphasizes the desirability of giving learners a 
certain degree of ownership and control of the learning processes. In this 
book also, while dealing with specific characteristics of adult learning, this 
point has been highlighted. Ownership of the programme raises the stakes of 
the participants, strengthening their commitment to the programme and its 
success. 
4. Promote Group Interaction and Cohesion: Increased participation 
and involvement in training activities promotes interaction among the 
participants. Free and open sharing of experiences and ideas can assist in the 
development and nurturing of healthy and positive relationships within the 
group. Support mechanisms are strengthened and this leads to better 
cohesion in the group. 
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Factors Influencing the Choice of a Training Method 
 The choice of the training method for delivering a particular module 
or topic, or conducting a training activity is a crucial decision. In most cases, 
the trainer, responsible for delivering the module, takes the decision but, in 
some cases, the training team is associated with the choice, emphasizing the 
need for consistency in the overall training strategy. It is, therefore, 
important the prior to deciding on the appropriate method for your topic or 
module, you should take into consideration all the related factors. This 
ensures that the objectives of using the training method are achieved, the 
quality of your presentation is enhanced, and the training activity is delivered 
in an effective manner. 
 Selecting a training method is all about choosing a method that is most 
appropriate and relevant to your situation - the nature of the programme, the 
training objectives, composition and level of the training group, your own 
experience and expertise in using the method, and so on. Training methods 
should be seen as part of the overall training strategy or the plan of action. 
They should be fully integrated with the training group. Remember that the 
training methods you use will also reflect your training style. 
 
1. Learning Objectives for the Sub-topic or the Module: Perhaps, the 
most important factor that guides the choice of method is that of the learning 
outcomes for the training activity. There is a definite correlation between the 
method and the learning outcomes. Your primary consideration in selecting a 
training method is to ensure that it will help you realize the learning 
objectives of the training activity. If the intended learning outcomes are 
limited to the development of knowledge, there are methods that are most 
suitable for the purpose. On the other hand, if the activity is directed at 
developing competencies in the participants, you have a range of other 
options. It is, therefore, important that before you take a decision on the 
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learning method, the learning objectives for a training activity should be 
clearly and precisely set out. The table showing appropriateness of training 
methods of learning outcomes could provide guidance in this regard. 
 There is another aspect of learning outcomes of a training activity. 
Some methods promote learning through interaction within the group, 
emphasizing the role of the group as a key source of learning. For instance, 
discussion methods yield good results as they provide opportunities for 
sharing and exchange of ideas and experiences among the participants. On 
the other hand, there are methods - for instance, practical assignment, 
laboratory training - that promote learning by focusing on the individuals or 
engaging participants in exercises that involve practical work, and which 
emphasize action. 
2. Special Characteristics of the Training Group: Another important 
factor is the nature of the training group, its composition, and so on. There 
are some training methods, such as role-play and laboratory training that 
demand a high level of participation and commitment from the group. There 
are others (like the case study method) whose effectiveness depends on the 
analytical abilities of the group. You must also ensure that the group is 
adequately prepared for the methods that you propose to use. Before you 
decide on the method for a particular training activity, it will be helpful to 
find answers to the following questions in relation to your training group: 
• Comparison of the group, including the gender balance, age 
groupings, and social background of the participants. 
• What is the level of comprehension of the group? 
• What has been participants’ previous experience of training? Is it 
likely that they have been exposed to such methods earlier? 
• Are they capable of understanding the complexities and implications 
of the methods? 
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• Whether the method will be able to stimulate the group and induce 
their participation. 
• Are there some sensitivities in the group with regard to the 
requirements of the method? 
 Is the size of group appropriate for the method? 
3. Time Allocated for the Sub-topic, Module or the Session: At the 
time of designing the programme, the planning team draws up a schedule, 
allocating time for each training activity. You need to keep this allocation in 
mind when deciding on the method that you wish to use for your training 
activity. Some methods, like role-play and other simulation exercise, 
generally require a good deal of time. Check whether the allocated time is 
adequate. Sometimes, you need to modify the method to ensure that the 
activity is completed within the allocated time. But be sure that you do not 
compromise on the core requirements of the method as this can render the 
activity unproductive, resulting in wastage of time. 
4. Level of Competence of the Trainer in Effective Use of the 
Method: You should objectively assess your own ability and expertise in 
using the method in handling situations arising out of its application; and in 
analyzing the data generated by the method to arrive at the expected learning 
outcomes. You should be sure of your knowledge and experience in using 
the method for similar groups. If you are using it for the first time, you may 
consider consulting those who have experience in using the method. The key 
points are that you should be fully prepared for the method and feel 
confident of handling it. 
5. Availability of Facilities and Resources required for the Method: 
You should also keep in view practical and operational aspects of using a 
method such as costs, materials, equipment and other facilities required for 
the purpose. 
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6. Style Preference of a Trainer: Every trainer has a distinct training 
style and method of dealing with his training assignments. It is likely that 
certain training methods may not be consistent with a particular training 
style. As a result, a trainer may not feel comfortable with the method 
because of his own predilections and attitude. Keep this factor in view. The 
incongruities may become apparent to the discerning participants, affecting 
the training activity. 
7. Ease of Presentation: Sometimes a trainer may opt for a training 
method because it is hassle free and there are no complexities involved in its 
application. It may just require a general level of skills and competence on 
the part of the trainer, and good results are assured. This makes the 
presentation easy. 
8. Stage of the Programme: Experience suggests that some training 
methods produce optimum results when used in the initial stages of the 
programme, while others are more effective when used during intermediate 
or closing stages of the programme. It is not advisable to use intensely 
interactive and participatory methods, such as role-play and simulation 
games, in the initial stages of the programme. At this stage, the group is in a 
state of flux: the group is maturing, the patterns of relationships are being 
formed, and support mechanisms are being established. Some of these 
conditions should be met in order to ensure the success of these interactive 
methods. However, if the purpose of using such a method is to promote 
interaction among the participants and not specific learning outcomes are 
expected, then some interactive methods, like group games, may be 
employed. 
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Methods of Training : 
1. Lecture method 
2. Case study method 
3. Role-play method 
4. Management games 
5. Questioning method 
6. Individual or group practical assignment methods 
7. Group discussion method 
8. Panel discussion method 
9. Brainstorming 
10. Fieldtrip 
11. Demonstration method 
 
1. LECTURE METHOD 
 The lecture is, by definition, a composite of words spoken by the 
trainer. It is thus a verbal-symbol medium. This is the oldest method of 
training in which the trainer, by virtue of his knowledge and expertise in a 
field, presents orally, in a direct and unilateral manner, the subject matter. It 
clearly implies a one-way communication. In this method, the possibility of 
significant learning is greatly diminished by the lack of interaction no only 
between the trainer and participants as well. 
 As a training method, the purpose of the lecture is, in fact, specific and 
limited. In the vast continuum of information, understanding, knowledge, 
skills, behavior or attitudes, the lecture method is effective only where it 
seeks to transmit information or intellectual understanding, as part of the 
learning process. For passing on knowledge it can be useful, as the ancient 
Greek philosophers like Plato and Aristotle well knew. In the lecture 
method, the trainer becomes the center of attention and remains in constant 
focus. Generally speaking, it offers relatively bland and uninspiring 
 150 
experience to the participants. However, if the trainer has an unusual talent 
to stimulate and keep the audience engaged through excellent verbal 
communication skills, sheer personality, or by establishing a warm and 
positive relationship with the participants during the course of the lecture, 
there may be unexpected and productive outcomes. Otherwise the 
participants may become inattentive and distracted. Therefore, the trainer 
must incorporate plenty of interesting examples, cases and anecdotes in 
order to illustrate concepts, the theoretical inputs, and make the presentation 
in persuasive language and in a pleasant and stimulating manner. 
 Though it has been under constant attack, the lecture method has 
apparently proved overwhelmingly appealing to those who wish to enjoy the 
relative security of prepared lecture notes and who wish to avoid any 
unfavorable response or embarrassing challenge from the participants. 
 
Why and When to Use the Lecture Method? 
• The most obvious application is where there are a large number of 
participants needing information, and where participation is not possible 
because of the sheer size of the group. The timing can be worked out with 
considerable degree of accuracy, with an assurance that the trainer will be 
able to cover the ground he intended to within the stipulated period. This is 
usually not the case with its suitability for large group. 
• The main attraction of lecturing as a method of training is its 
deceptive simplicity and the control over the session and the participants it 
purportedly gives to a trainer. Coverage and preparation of the lecture can be 
pre-determined and once prepared; the lecture can be delivered by even a 
stand-in and repeated any number of times. A trainer can derive considerable 
satisfaction from his performance as he holds the direct responsibility for its 
preparation and delivery. Thus, lecturing holds a premier place as an 
established method of training. 
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• Usually, in a lecture, the participants are expected to listen carefully 
and reflect the lecture. It has a number of variations and can be used in 
combination with other methods of training, perhaps with greater 
effectiveness. 
• Because of the live voice and manner, and manner, and the ambience's 
generally associated with the presentation of the lecture, the trainer can make 
facts come alive, making the session more inspiring and full of variety. Any 
one who remembers Carl Sapans’ television series - ‘Cosmos’ - will 
understand that talks, supplemented by rich data and audio-visual inputs, can 
keep the audience on the edge of their seats. 
 
TABLE 4 : MERITS / DEMERITS OF LECTURE METHODS 
Advantages Disadvantages 
 Can reinforce trainer’s 
credibility and authority. 
 Information is 
concentrated and organized 
as desired. 
 Efficient; lots of 
information can be shared. 
 Can be personalized / 
customized easily. 
 One-way; not effective if goal is 
shared responsibility. 
 Details get lost in the shuffle after 15-
20 minutes. 
 Relative passivity of employees being 
trained. 
 Depends totally on trainer’s 
effectiveness and information 
 Usually no record of key points; 
comprehensiveness and consistency are 
suspect. 
 Words and figures can easily be 
garbled. 
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TABLE 5 : A QUICK CHECKLIST FOR LECTURE AS A METHOD 
OF TRAINING 
Training Specifications Requirements 
Trainer’s role. Initiator. 
Main speaker. 
In full control of the session. Has the option of 
involving the audience through questions, use 
of audio-visual aids. Must ensure that the 
interest of the group is kept alive. 
Climate-building, preparing 
the group 
The group should be prepared for the lecture. It 
should be receptive to the contents. 
Participant’s role; their level 
of comprehension and 
understanding. 
Participants are listeners. Their interest and 
motivation in the lecture depends on the style 
of the speaker. 
Facilities, resources and 
equipment, including space 
requirements. 
A room large enough to comfortably 
accommodate the participants. 
Blackboard, chart papers, markers if the trainer 
chooses to highlight some points. 
Handouts, support materials, depending on the 
decision of the trainer. These could be 
distributed either at the commencement or the 
or the topic, the group and the environment. 
 
 
 
 
 
 
 
 153 
2. CASE STUDY METHOD 
 The case study method is very popular with many trainers. It has 
become an accepted way of transmitting knowledge through involvement of 
the participants and by generating high level of interest among them. It 
samples a real life situation in the field and allows the participants to learn 
on the basis of the summary of a well documented series of events, incidents 
and circumstances, centering round and organization, an individual or an 
issue. A carefully selected and well written case can induce reality into the 
training setting and bring discussion down to a reasonable level of 
concreteness and reality. It helps the participants to familiarize themselves 
with facts, situations and dilemmas that they might face in real life. A 
discussion on a case study can bring out their assumptions, experiences, 
attitudes, preferences and ways of functioning, giving them an opportunity to 
correlate these with those of the others in the group. The case study method 
thus provides a frame of reference for the participants. It demonstrates in a 
‘live’ and realistic way, the complex or multi-dimensional nature of a 
situation or a problem in which a number of individuals, factors or 
circumstances are at play. It helps the participant to understand the situation 
from the perspective of the wider organizational interests and no merely 
from his own. 
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Limitations of Case Study as a Method of Training 
• It is not always possible to get quality materials in adequate quantities 
for developing good case studies, appropriate for use in a variety of training 
situations. The trainers, therefore, find themselves relying on substandard 
and fragmentary materials. As the effectiveness of this method depends, to a 
considerable extent, on the way the case is written, in the absence of good 
materials and data the whole exercise can be rendered unproductive. The 
problem is further compounded in multicultural training settings. 
• However realistic the data may be, the off-the-job training 
environment introduces an artificial element. There is, therefore, the risk that 
the participants may treat the whole experience with a certain degree of 
detachment and not enter into the spirit of an activity that can and should 
have a practice based outcome. 
• There is also a shortage of skilled trainers capable of guiding 
discussion of case studies in a training group. The exercise can become 
counter productive if the discussion session is not handled in an efficient 
manner. 
• It is often difficult to sustain the interest and enthusiasm of the group 
in the discussion or to maintain the tempo. If the participants’ interest wanes, 
the discussion can become lopsided and tardy. 
• One of the criticisms leveled at case studies by participants is that they 
are often bombarded with a whole volume of information that utterly 
bewilders them. This can cause considerable stress resulting in an unfocused 
discussion. 
• The case study method is time consuming and can therefore, be used 
only under special situations in a training programme. 
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TABLE 6 : QUICK CHECKLIST FOR CASE STUDY AS A METHOD 
OF TRAINING 
Training 
Specifications 
Requirements 
Trainer’s role. Prepares the case study keeping in view the 
expected learning outcomes. 
Initiates and guides discussions. 
Clarifies issues and supplies additional information, 
if an when required. 
Highlights the learning points and sums up the 
discussion 
Climate-building, 
preparing the group 
The participants should be familiarized with the 
method, procedures and norms of discussion, etc. 
Enough time should be given to them to go through 
the case and to prepare for the discussion. 
Participants’ role; their 
level of comprehension 
and understanding. 
Participants need to be actively involved in 
analyzing the case in accordance with the guidelines 
suggested by the trainer. 
Some participants may require the assistance of the 
trainer to understand some of the situations and 
issues indicated in the case. 
Facilities, resources 
and equipment, 
including space 
requirements. 
Case sheets for distribution to the participants. A 
room large enough to seat the group comfortably. 
Blackboard, flip charts and markers for highlighting 
some point during discussion. 
Time allocation. Depends on the length of the case, the learning 
outcomes and the extent of discussion expected. A 
minimum of 1.5 to 2 hours. 
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3. ROLE PLAY METHOD 
 Training in the field is often a major effort that can be a time 
consuming and costly venture. Creating situations that help the participants 
learn about the conditions that they are likely to encounter in the field and 
making them aware of their job behaviour, especially in relation to others, 
takes time. Instead of taking the participants to the field at high cost, both in 
terms of time and money, it is possible to design training opportunities that 
are just one step a way from the real life situation. The field can be simulated 
during the training session itself in order to provide practice to the 
participants in a variety of situations and roles. 
 Role-playing is a method in which the participants are required to act 
out the role of an individual in a situation or in circumstances that are 
relevant to the individual. The parameters of the situation within which the 
exercise is conducted, is presented in the form of a case or a particular 
scenario. Depending on the requirements of the role-play, the situation is set 
out with multiple characters, each having its own pattern of interaction. 
Role-play is a conscious attempt to bring out the dynamics and intricacies of 
various roles performed in real life. The emphasis is on developing new 
skills and insights and on solving and preventing problems. Therefore, role-
play is not a theoretical but a live experience. The ways in which the 
individuals approach the roles and the process of interaction between 
different individuals are analyzed and discussed, leading to the learning 
outcomes. 
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TABLE 7 : COMPARISON BETWEEN CASE STUDY METHOD 
AND ROLE-PLAY 
Case Study Role-play 
This method samples the real life 
situation, revolving round scenarios 
and problems concerning 
organizations and individuals. 
This method also samples the real-life 
situation, revolving round scenarios 
and problems concerning 
organizations and individuals. 
Presents the problem for analysis and 
discussion. 
Locates it in a life-like, interactive 
setting. 
Focuses more on cognitive learning, 
and on thinking. 
Typically emphasizes both cognitive 
and affective development on the part 
of learners. Thus, it focuses on 
thinking and doing. 
There is some predictability about 
the discussion and the response of 
the participants. 
Actions and behaviour of the role 
players are mostly unpredictable and 
so is the way in which the particular 
situation unfolds. 
Emphasizes facts and situations and 
deals with analysis and responses. 
Stresses the importance of behaviour, 
reactions and feelings. 
 
 Outcomes of a role-play are often the most satisfactory when it is 
preceded by some prior input in the training programme, either through 
lectures or other exercises and methods. The role-play is thus used as an 
opportunity for the participants to put into practice some of the acquired 
knowledge and skills. Through such an enactment, they can try out modes of 
behaviour they have just acquired, and re-examine previous behaviour or 
experiment with other Behavioural modes that strike them as potentially 
used. 
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TABLE 8 : A QUICK CHECKLIST FOR ROLE-PLAY AS A 
METHOD OF TRAINING 
Training 
Specifications 
Requirements for the Method 
Trainer’s role  Prepares the role-play and other materials, 
keeping in view the expected learning outcomes. 
 Briefs the participants. 
 Ensures that the participants are acquainted 
with the method and the conduct of the role-play. 
 Solicits their active involvement in the 
exercise. 
 Monitors the progress of the exercise, 
intervening where necessary. 
 Guides the post-exercise discussion and 
highlights learning points. 
Climate-building; 
preparing the group 
A lot of work is required in preparing the climate for 
the exercise and in familiarizing the participants 
with the details of the exercise. 
It is necessary that the participants fully understand 
the complexities of the method and their role for the 
success of the exercise. 
They should be acquainted with the way the roles 
are to be played, the interaction between different 
role-players, the procedures and the norms under 
which the exercise and subsequent discussion will 
be conducted, etc. 
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Adequate time should be given to them to go 
through their role and prepare for the exercise. 
Participants’ role, 
their level of 
comprehension and 
understanding 
Participants’ are the key to success of the exercise. 
They should be fully involved in the exe3rcise in 
accordance with the procedures and guidelines set 
out by the trainer. 
Some participants may require the assistance of the 
trainer in understanding the situation, their role and 
the issues involved. 
Facilities, resources 
and equipment, 
including space 
requirement 
 Appropriate materials on the exercise for 
distribution to the participants. 
 Depending on the number of sub-groups 
engaged in the exercise, several locations or space 
may be required. 
 A room large enough to seat the group 
comfortably for briefing and post-exercise 
discussion. 
 Blackboard, flip charts and markers for 
explaining the details of the role-play and for 
highlighting the learning points later. 
Time allocation Depends on the nature of role-play. 
A minimum of 1 ½ to 2 hours. 
Some complex role-plays may require a full day or 
even longer. 
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3. QUESTIONING METHOD 
 Questioning is probably used most frequently by trainers; 
however, it isn’t learned quickly. The art of questioning takes lots of 
preparation and practice. 
 Discussions through questioning between the facilitator and 
participants and those among participants are a useful experience 
because the learners can take a more active role, help to determine 
more of the content to be discussed, and utilize more of their senses. 
 
QUALITIES OF QUESTIONS 
Structured: The facilitator prepares a list of questions to be discussed 
based on defined objectives for holding this discussion. The content is 
more carefully controlled by the nature of the questions asked. 
 
Free Form: This type is used when participants need to air their 
feelings and opinions. The facilitator need to announce the purpose of 
this kind of discussion, explain ground rules and carefully monitor the 
process. Here the participants take more control of the content of the 
discussion. 
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TABLE 9 : TYPES OF QUESTIONS 
Type of Question Description Example 
Closed 
 Requires a one word 
answer 
 Closes of discussion 
“can”, “how many”, “does” 
 Use to guide or control 
“Does everyone 
understand the changes 
we’ve discussed?” 
Open 
 Requires more than a 
“yes” or “no” answer 
 Stimulates thinking 
 Creates involvement 
 Elicits discussion 
 Usually begins with 
“what”, “how”, “when”, or 
“why” 
“What ideas do you have 
for explaining the changes 
to our customers?” 
 
 
 162 
TABLE 10 : APPROPRIATENESS OF TRAINING METHODS 
TO LEARNING OUTCOME 
Learning L C.S R. P. G.D. P.A. M.G 
Enhancing information or issues of training A N.A N.A. N.A. N.A. N.A. 
Promoting knowledge on training topics 
and areas; understanding of concepts, 
theories, principles and methods of 
working, and dimensions of issues related 
to the topics. 
A M.A M.A. M.A. N.A. A 
Development of knowledge about the skills 
required for performing tasks or job-related 
activities. 
N.A. M.A. M.A. N.A. M.A. A 
Imbibing attitudes and values appropriate 
for personal or job-related behaviour 
N.A. A A N.A. N.A. A 
 
L=Lecture Method    A = Appropriate 
C.S. = Case Study    N.A. = Not Appropriate 
R.P. = Role Play     M.A. = Most Appropriate 
G.D. = Group Discussion 
P.A. = Practical Assignment 
M.G. = Management Games 
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TABLE 11 : SKILLS REQUIRED BY A TRAINER FOR 
TRAINING METHODS 
Skills of a Trainer in... L C.S. R.P. G.D. P.A. M.G. 
Communication V.H. H H H M H 
Diagnosing problems and 
facilitating decision-making 
L V.H. H V.H. M H 
Facilitating and guiding 
discussion 
L M V.H. M H V.H. 
Understanding and using group 
processes 
H H H V.H. M H 
Understanding human behaviour; 
management of emotions and 
feelings 
L M H H L H 
 
L= Lecture     V.H.= Very High 
C.S. = Case Study    H = High 
R.P. = Role Play     M = Medium 
G.D. = Group Discussion   L = Low 
P.A.= Practical Assignments   
M.G. = Management Games
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MEASURING IMPACT OF TRAINING 
Need for Result Based Training 
 Much has been written about the need for the human resource 
development function to become more accountable and measure its 
contribution. In essence, the function must be a business partner in the 
organization. Most observers of Training and Development, human 
resource development, and performance improvement have indicated 
that for HRD to become a true business partners, three things must be 
in place: 
1. Human resource development must be integrated into the overall 
strategic and operational framework of the organization. It cannot be 
an isolated, event-based activity, unrelated to the mainstream 
functions of the business, as an earlier generation of HR practitioners 
found to their cost. 
2. Partnership must be established with key operating managers. 
These key clients are crucial to the overall success and well-being of 
the HRD function. HR cannot function or survive in a vacuum. 
3. There must be comprehensive measurement and evaluation 
process to capture the contribution of human resource development. 
The process must be comprehensive, yet practical and feasible as a 
routine function in the organization. Most HRD executives believe that 
human resource development is an important part of strategy, and it 
has become a mainstream function in many organizations. The same 
executive today gives good marks to the successful establishment of 
partnership with key management functionaries. Tremendous strides 
have been made in working with managers to build the relationships 
that are necessary. However, the executives also indicate that there has 
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not been similar progress in measurement and evaluation in most 
organizations. This chapter focuses on how to develop a 
comprehensive and practicable measurement and evaluation process 
for almost any type of organization. In reality, the three issues cannot 
be separated, and must work together to produce a dynamic, results-
based HRD process. 
 “I once accepted a training manager’s job that had been 
previously occupied by a line manager. That line manager wrestled 
with the job unsuccessfully for about three years. Finally, in a fit of 
frustration, he gave it up and went back to the line organization as a 
plant manager. His biggest frustration, he gave it up and went back to 
the line organization as a plant manager. His biggest frustration as a 
training manager, which he shared with me later, was the fact that he 
never had a feeling of accomplishment. While in line management, he 
could go home each day and see how much work had been 
accomplished by counting the tons of production. But in the training 
assignment, it was different. He would go home frustrated, not 
knowing whether his programmes worked or if he was doing the right 
thing. He never knew the extent of the programmes’ contribution, 
because no effort was made to evaluate them or measure their results. 
He did not know the difference between evaluating learning and job 
performance.” 
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Professionalism 
 The extent to which measurement and evaluation are conducted 
differentiates an amateur function from a professional team. Part of 
the process of professionalism in any field is to show the worth of the 
function. Measurement and evaluation have become an integral part of 
the HRD profession, and are becoming a part of a beginning 
professionals’ career development. Many professional development 
courses for HRD personnel cover evaluation strategies and techniques. 
 
Survival 
 One final reason for changing is survival. In the future, those 
who do not evaluate their efforts may be left behind. Organizations are 
reaching the point where they will not hire or promote HRD staff 
members who do not show their contributions and justify their 
existence. 
 
Change in Approach 
 When it comes to measurement and evaluation, there is still 
more talk than action. Even prestigious companies with extensive 
training budgets do not always have a comprehensive approach to 
tying their training investment to bottom line results. 
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 It is increasingly common to read in-depth stories of successful 
programmes and discuss them at professional meetings. However, 
when some programmes are examined in detail to secure evidence of 
success, there appears to be more talk than action. In an attempt to 
improve employee basic skills, the Berlin Group, an Akron, Ohio-
based industrial products company, implanted site-based learning 
centers to focus on improving reading and math skills. They reported 
that the learning centers, “yielded strong, if indirect, indicators that 
literacy training pays off in greater productivity, increased sales, and a 
more stable work force.” The goals of the learning centre are to: 
 Generate employee interest in lifelong learning 
 Upgrade employees’ educational level 
 Enhance employees’ thinking, communication, and math skills 
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DEVELOPING RESULT BASED APPROACH 
What is Results based Training? 
 Results based HRD is a term that will be used frequently 
throughout the rest of this book. What does it mean? It represents a 
philosophy and practice that emphasizes results, and is characterized 
in the following ways: 
 
1. Training Programmes should not usually be undertaken 
unless tangible, and/or intangible results can be measured: HRD 
Programmes that represent a significant effort or cost should begin 
with this end in mind. While there are many reasons for proceeding 
with a planned programme, a results based philosophy may cause a 
review of the process and possibly the creation of additional 
evaluation approaches if the potential impact cannot be identified. 
2. The programme design should include at least one method of 
evaluation: The evaluation strategy is usually determined when 
programme objectives are established. With the results based HRD 
philosophy, evaluation strategy is placed on a level of equal 
importance with the programmes content, objectives, delivery system, 
and coordination. 
3. Each Training staff member should have some responsibility 
for evaluation: The training staff must see the importance of 
evaluation and the necessity of including the process as an integral 
part of the Training Cycle. If possible, each staff member should 
participate directly in some phase of the Evaluation Process. 
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4. Management should be involved in all phases of the HRD 
Process: From inception through evaluation and follow-up, 
management’s active involvement is critical to the success of any 
programme. This active participation will enhance the success of the 
HRD Programme, and facilitate the communication or results to the 
management group. 
5. A proactive effort is under way to increase management 
commitment and support of the HRD effort: Management support is 
critical for the allocation of resources to the HRD department. 
Obtaining results and properly communicating them to managers will 
increase support, which will in turn enhance programmes results. It is 
a continuous cycle, and a very important part of a results based HRD 
philosophy. 
6. A comprehensive measurement and evaluation plan is in 
place: A key to obtaining consistent success with Training and 
Development programmes is to have a systematic approach to 
measurement and evaluation. This often involves setting targets, goals, 
and objectives for the implementation of the process, and deciding 
how and at what level each new programme will be evaluated. 
7. The participants understand their role to achieve results: 
Too often, participants are unsure of expectations from management, 
facilitators and programme designers as to what business measures 
they should derive from the programme. Under the results based 
approach, participants have a clear understanding of their 
expectations, communicated at a variety of critical points in the 
process. 
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LEVELS OF TRAINING IMPACT EVALUATION 
 The question of what to evaluate is crucial to evaluation 
strategy. The answer depends on the type of training programme, the 
organization, and the purposes of evaluation. The information 
collected and used for evaluation can usually be grouped into different 
categories or levels. For a given category, or level, some methods of 
evaluation are more appropriate than others. The types of groupings 
vary slightly with the different experts in the HRD field. The 
following section presents five models.  
MODEL - 1 
The Kirkpatrick Four-level Approach 
 Probably the most well-known framework for classifying areas 
of evaluation, developed by Kirkpatrick, contains four levels of 
evaluation. This conceptual framework assists in determining the types 
of data to collect and answers four very important questions, as shown 
in Table: 
TABLE 12 : KIRKPATRICK’S FOUR LEVELS OF 
EVALUATION OF TRAINING IMPACT 
Level Questions 
1. Reaction Were the participants pleased with the Programme? 
2. Learning What did the participants learn in the Programme? 
3. Behaviour Did the participants change their behaviour based on 
what was learned? 
4. Results Did the change in behaviour positively affect the 
organization? 
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MODEL-2 
Kaufman’s Five Levels of Evaluation of Training Impact 
 Some researchers, recognizing some shortcomings of 
Kirkpatrick’s four-level approach, have attempted to modify and add 
to this basic framework. Kaufman offers one such presentation. As 
shown in Table, Kaufman has expanded the definition of Level 1 and 
added a fifth level addressing societal issues. At Level 1, the factor of 
the concept of enabling addresses the availability of various resources 
inputs necessary for a successful intervention. At Level 5 is the 
devaluation of societal and client responsiveness, and consequences in 
payoff. 
TABLE 13: FIVE LEVELS FOR EVALUATION OF 
INTERVENTIONS FOR TRAINING IMPACT 
Level Evaluation Focus 
5. Societal outcomes Societal and client responsiveness, 
consequences and payoffs. 
4. Organizational Output Organizational contribution and payoffs. 
3. application Individual and small group (products) 
utilization within the organization. 
2. Acquisition Individual and small group mastery and 
competency. 
1b. Reaction Methods, means, and process acceptability 
and efficiency. 
1a. Enabling Availability and quality of human, financial, 
and physical resources input. 
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MODEL-3 
The CIRO Approach to Evaluate Training Impact 
 Another four-level approach, originally developed by Warr, 
Bird, and Rackham, is a rather unique way to classify evaluation 
processes. As with other approaches, four general categories of 
evaluation are described, which form the letters CIRO. 
1. Context Evaluation 
2. Input Evaluation 
3. Reaction Evaluation 
4. Outcome Evaluation 
 Context evaluation involves obtaining and using information 
about the current operational situation (or context) to determine 
training needs and objectives. This evaluation determines if training is 
needed. During this process, three types of objectives may be 
evaluated: 
 
1. Ultimate objectives (the particular deficiency in the organization 
that the programme will eliminate or overcome). 
2. Intermediate objectives (the changes in employees’ work 
behaviour that will be necessary for the ultimate objectives to be 
attained). 
3. Immediate objectives (the new knowledge, skills, or attitudes 
that employees must acquire to change their behaviour and reach the 
intermediate objective). 
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Context Evaluation 
 Context evaluation involves collecting information about a 
performance deficiency, assessing the information to establish training 
needs and, on the basis of those findings, setting objectives at three 
levels. 
 
Input Evaluation 
 Input evaluation involves obtaining and using information about 
possible training resources to choose between alternative inputs to 
training. This type of evaluation involves analyzing the resources 
available (both internal and external) and determining how they can be 
deployed so that there is a maximum chance of achieving the desired 
objectives, factors such as budget and management requirements may 
limit the options available. Thus, input evaluation refers to the process 
of collecting evidence and using it to decide on the training methods. 
 
Reaction Evaluation 
 Reaction evaluation involves obtaining and using information 
about participants’ reactions to improve the HRD process. The 
distinguishing feature of this type of evaluation is that it relies on the 
subjective input of the participants. Their view can prove extremely 
helpful when collected and used in a systematic and objective manner. 
 
Outcome Evaluation 
 Outcome evaluation involves obtaining and using information 
about the results or outcomes of Training, and is usually regarded as 
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the most important part of evaluation. If outcome evaluation is to be 
successful, it requires careful preparation before the programme 
begins. There are four stages that form outcome evaluation. 
 
1. Defining trend objectives. 
2. Selecting or constructing some measures of those objectives. 
3. Making the measurements at the appropriate time. 
4. Assessing the results and using them to improve later 
programmes. 
 
 In determining the results of a Training Programme, it is helpful 
to think in terms of a hierarchy of training outcomes that correspond 
to the three levels of objectives presented earlier: immediate, 
intermediate and ultimate. 
 A successful Training Programme produces some initial change 
in a participant, an immediate outcome, which is reflected in changes 
of knowledge, skills, or attitudes. These changes can be measured 
during or at the end of the programme. 
 Training Programmes are not conducted primarily for the sake of 
learning. The main concern is to bring about positive change in the 
participant on the job, an intermediate outcome often referred to as a 
change in job performance. 
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MODEL-4 
The Philip’s Five Level ROI Framework to Evaluate Training 
Impact 
 The ROI process adds a fifth level to the four levels of 
evaluation developed by Kirkpatrick. Table 16.3 shows the five-level 
framework used in this book. 
TABLE 14 : FIVE LEVEL ROI FRAMEWORK (Philip’s) 
Level Brief Description 
1. Reaction and Planned 
Action 
Measures participant’s reaction to the 
programme and outlines specific plans for 
implementation. 
2. Learning Measures skills, knowledge, or attitude 
changes. 
3. Job Applications Measures change in behaviour on the job and 
specific application of the training material. 
4. Business Results Measures business impact of the programme. 
5. Return on Investment Measures the monetary value of the results and 
costs for the programme, usually expressed as a 
percentage. 
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At Level 1 
Reaction and Planned Action: Programme participants’ satisfaction 
is measured, along with a listing of how they plan to apply what they 
have learned. Almost all organizations evaluate at Level 1, usually 
with a generic end-of-programme questionnaire. While this level of 
evaluation is important as a participant satisfaction measure, a 
favorable reaction does not ensure that participants have learned new 
skills or knowledge. 
 
At Level 2 
Learning: Measurements focus on what participants learned during 
the programme using tests, skill practices, role-plays, simulations, 
group evaluations, and other assessment tools. A learning check is 
helpful to ensure that participants have absorbed the material and 
know how to use it. However, a positive measure at this level is no 
guarantee that the material will be used on the job. The literature is 
laced with studies that show the failure of learning to be transferred to 
the job. 
 
At Level 3 
Job Application: A variety of follow-up methods are used to 
determine if participants apply what they learned on the job. While 
Level 3 evaluations such as frequency and use of skills are important 
to gauge the success of the programmes application, it still does not 
guarantee that there will be a positive impact in the organization. 
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At Level 4 
Business Results: The measurement focuses on the actual results 
programme participants achieve as they successfully apply the 
programme material. Typical Level 4 measures include output, quality, 
costs, time, and customer satisfaction. 
 
At Level 5 
Return on Investment: The measurement goes further, comparing the 
monetary benefits from the programme with its costs. Although the 
ROI can be expressed in several ways, it is usually presented as a 
percent or cost/benefit ratio. The evaluation cycle is not complete until 
the Level 5 evaluation is conducted. 
 While almost all HRD organizations conduct evaluations to 
measure satisfaction, very few actually conduct evaluations at the ROI 
level, perhaps because ROI evaluation is often characterized as a 
difficult and expensive process. 
 Although business results and ROI are desired, it is very 
important to evaluate the other levels. A chain of impact should occur 
through the levels as the skills and knowledge learned (Level 2) are 
applied on the job (Level 3) to produce business results (Level 4). 
 If measurements are not taken at each level, it is difficult to 
conclude that the results achieved were actually caused by the 
Training Programme. Because of this, it is recommended that 
evaluation be conducted at all levels when a level-five evaluation is 
planned. 
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CHAPTER-2 
SAMPLE PROFILE 
ROURKELA STEEL PLANT: 
  India's first integrated steel plant in the public sector, RSP is a 
major producer of a diversified range of sophisticated steel plant 
products, including plant mill plates, coils, sheets, galvanized plates, 
electric resistance pipes etc. It has a saleable steel production capacity 
of 1.671 M.T. RSP was the first plant in India to incorporate LD 
technology of steel making. It is the fits plant in India to produce 
100% of steel through the cost-effective and quality centered 
continuous casting route. RSP is only plant in SAIL to produce silicon 
steels for the power sector, high quality pipes for the oil and gas 
sector, high quality pipes for the oil and gas sector and tinplates for 
the packaging industry. Almost all major units of the plant are covered 
under the ISO 9001-2000 certification with its silicon steel mill and 
sinter plant-II being awarded ISO 14001: 1996 for environment 
management. 
 RSP now has its fold the central power training institute (CPTI) 
which has facilities to impart training is operation and maintenance of 
power plants and power distribution systems: CPTI is recognized by 
the central electricity authority, govt. of India for conducting such 
training. 
 RSP was the torchbearer for the public sector steel industry in 
India and carried the banner of the industrial revolution for the nascent 
Republic of India. The steel plant, new a unit of SAIL was started 
during the mid-fifties of the 20th century in collaboration with the 
leading steel makers from the federal republic of Germany. In order to 
overcome technological obsolescence and to continue to remain 
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competitive in the market place, even internationally, RSP went if for 
modernization, which was conceived in the year 2988. One of the 
main problems at RSP was low capacity utilization both in the 
modernized as well as other units which were modernized under 
different phases. It is one of the unique steel plants under the SAIL 
umbrella with a wide variety of special purpose steels. It also had the 
distinction of being one of the most profitable plants of SAIL with the 
longest stretch of uninterrupted net profit during the period 1984-85 to 
1994-95. By 1999 capitalization of all modernized facilities and 
equipments was completed. the total expenditure incurred in 
modernization of RSP was approximate 4200 crores which was not 
through commercial borrowing most of it coming from open market 
carrying prevailing market rates of interest. The rates of interest and 
the burden of depreciation increased the cost of production at RSP 
significantly. The very survival of RSP was at stake and no one 
seemed to be in a position to do anything about it. Competition 
between producers of steel because very fierce and by the beginning of 
2001 the situation get aggravated. 
  At the end of May 2001. When RSP appeared to be on the 
brink, a change took peace in the leadership with the arrival of a new 
chief executive. He received the overall performance of the preceding 
5-6 years and walking on a tight rope, he had to find answers to the 
situation only by treating new paths hitherto not travelled. He simply 
had to achieve trends and levels of performance that needed to break 
away from the past. 
 The new chief executive recognized that three was absolutely no 
substitute for performance since the future of RSP depended upon 
internal physical actions. he took up the challenge of pioneering a 
change intervention to revive and transforms RSP from a loss making 
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to a "Profitable Harmonious and Vibrant Organization" He constructed 
a programme spread over a 3 year period to achieve this objective. 
 Re-generating strength with people was a people centered 
transformation programme. It emerged out of the chief-executive's 
firm conviction that people constitute the most powerful force in 
moving an organization forward, even when the organization is highly 
technology centered. A simple strategy called profit-related 
performance was adopted as the single most objective of the plant. 
This was reinforced repeatedly so that the message could be 
internalized by the employees and reflected in their efforts for the 
overall performance of the plant. The employees had to understand 
one fundamental thing, that is the most critical inputs for performance 
and progress had to come from internal actions by the employees 
themselves mostly physical activities. It was to be emphasized to the 
employees that if RSP was to earn even positive gross margin to start 
with, then physical performance was essential. There was absolutely 
no substitute for performance since the "future of RSP depended upon 
internal physical actions". 
 The chief executive set the programme in motion by setting the 
ten priorities, which were: 
• Employee motivation and employee pride 
• Leadership practice 
• Environment Relations and Organization Change 
• Small invest schemes for maintaining current operations. 
• Strengthening secondary streams of cash generation 
• Operational and purchase cost reduction 
• Sustaining the benefits of operation Vijay. 
• Enhancing gross margin and net sales realization 
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   The best of the steps taken by M.D. was moving out of his office 
to reach out to people by visiting employees on the shop floor right at 
their place of work. The purpose of these visits was to communicate 
the priorities before the organization where also understanding the 
needs of the employees. The employees were encouraged to speak 
about their contribution to department performance, their hopes and 
aspirations. The C.E.O. traveled length and breadth of the steel plant 
interacting individually with several hundred employees something 
that no one had attempted for. The climate of cordiality and 
informality could magnetize the people towards the leader and 
generated a strong sense of commitment among the employees to 
participate in the change process. Their quote was “Give us challenge 
and see how we perform”. In an overwhelming atmosphere, people 
listened to that one message of their managing director. “Everyone 
here must doe what he a she is supposed to do. We can move forward 
only by carrying out internal actions by ourselves; no one from outside 
is going to do it for us. It is therefore, important that each one of us 
must do what we promised to do and what is expected from us by owe 
plant”. 
 This built a general consensus that the whole collective needed 
to work together if the plant was to build a future for it. With these 
initial preparations, the M.D. took the next step of conducting a series 
of carefully structured interactive workshops for implementing the 
change initiatives. These workshops were unique in their approach. 
These were not mere communication exercises on the other hand these 
were commitment centered exercises with the people who made 
production happen and who could open up before the C.E.O. with all 
their frankness in their eagerness to contribute in their area of work. 
Day by day, these workshops grew more vibrant and helped 
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participation of each and every employee in the process of taking RSP 
forward. It was remarkable in corporate history that workshops were 
planned to cover the entire workforce numbering nearly 26000 
employees. The workshops were as follows: 
• Workshops for sharing concern. The M.D. himself was present 
in each and every workshop to extend guidance and support. 
• Internal customer supplier workshops. 
• Issue-focused participative workshops. 
These different interactive workshops ultimately had one aim. M.D. 
put in a powerful communication “The future of our steel plant lies 
entirely in our own hands that is, in the hands of nearly 24000 
employees of RSP. If the steel plant does not have a future, then none 
of us here including our family remembers have any future either we 
therefore have to work together like the members of one family – the 
RSP family, to take the steel plant forward. 
   The CEO aimed at creating an ambience that would generate a 
wage among the employees to work together and realize the pleasure 
of working together. He succeeded in reducing the distance between 
the minds of the employees, by bringing them together on a single 
platform with the common goal of taking RSP forward. In other words 
“Bringing Closeness” among employees. 
 The employees were briefed through two presentations. The first 
presentation dwelt on the performance during the previous fiscal and 
the strategies adopted for achieving the growth plant for 02-03. The 
2nd presentation focused on the techno economic factors and financial 
impact of actions such as shift change delays, losses per hour of 
production disruption for whatever reason, losses due to accidents and 
real operations etc. Following the presentations, an interaction session 
was initiated by ED (works) emphasizing the attention that was 
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required to be given by the employees in the priority areas. One of the 
motivating factors in the mass contact exercise was the leadership 
provided by MD in each of these sessions. He was present all through, 
setting the tone right in the beginning, listening carefully to each 
employee who spoke, and channelizing the suggestions of the 
employees to the plant’s requirement of achieving profitability. It was 
thus possible to bring about a climate of trust and togetherness, which 
is essential for energizing an organization. Employees stood up to 
reinforce their identification with the plant. The employees spoke 
many words indicating their love for RSP; others reacted by declaring 
that this situation of poor performance can not be allowed to continue 
and has to stop. Proper training and orientation programme made the 
employees eager to do those things that would show them in better 
light in the performance charts being highlighted in the presentation. 
Every employee could become aware of the challenges before RSP and 
the significance of his or her individual contribution. 
 The result was the formulation of the mission statement which 
says: 
 “The future of owe RSP lies in our own hands. It is our 
individual and collective responsibility to rebuild our plant into a 
profitable, harmonious and vibrant organization. We will do what 
brings good for our plant. We shall never do anything that harts 
our plant.” 
 The most novel initiative of MD was the introduction of a 
programme called LEADERSHIP PRACTICE. It was one of the ten 
priorities identified by MD is 2001 as an area of concern because there 
had been total absence of leadership throughout the plant. As the plant 
was recovering from the brink of disaster tough a movement involving 
employees it was essential that a system be put in place to keep the 
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direction of change in line with the long term objective of building 
and sustaining a profitable, Harmonious and vibrant RSP. The one 
certain method of doing this was to establish leadership at every level 
in the organization. In Order to change the latent potential of 
employees and convert their capabilities into more focused 
performance, it was imperative that the employees were provided with 
impoverishment and enabled to practice leadership at all the levels. By 
way of inculcating this approach as a way of work life at RSP, MD 
conceived SAMSKAR and articulated it as the most suited formula of 
work ethos for RSP.  
  Besides this, the organization gave extensive importance to 
Training and Development of employees. Explaining training as a 
conceptual content, MD called upon the participants to understand that 
Training and Development of employees at RSP has to be developed 
to make the steel plant a profitable, harmonious and vibrant one. 
Through his own concept of the materialistic and metaphysical 
powerhouses he opened up the possibilities to the participants to 
explain their own latent strengths and abilities. Through these sessions 
MD has driven a process of change by identifying, supporting and 
nurturing everyday leaders who will provide long term strength to the 
organization.  
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The five dimensions of Training and Development programme by 
MD includes: 
• Trainers have to create and sustain a peaceful work 
environment where every employee can contribute to the plant in 
assigned area of work, with fall freedoms and dignity and without 
fear. 
• Trainers must empower the people who work with them or 
follow them. Empowerment is the freedom to do what one is 
supposed to do. Empowerment is not the freedom to choose what 
to do. 
• Trainers must persuade people to attach the highest value to 
human life, and therefore, safety must be the most important 
consideration in all spheres of activity. 
• Trainers must teach and guide people to treat the equipment 
and machinery with utmost care and maintain them to full 
potential. 
• Trainers must convince people to work together like to 
family, keeping in mind the interests and goals of the steel plant in 
every activity. 
 RSP is located at 413 KMS by rail from Calcutta on Howrah – 
Bombay main line in the State of Orissa. It is situated amidst 
picturesque surroundings of hills and rivers. On the north is river Keel 
and west is river SANKH. Both find their confluence in river 
Brahmani. It is at an altitude of 219 mts from sea level with summer 
temperature of 46.30C and winter temperature of 70C and average 
rainfall of 128.8 cms. The mutation of RSP from a calm sleepy village 
to a dynamic center for growth forms and glorious chapter in the 
history of India’s economic development RSP is the first integrated 
steel plant in public sector. It comes into production when the first 
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blast furnace was commissioned by Dr. Rajendra Prasad on 3-2-1959. 
The plant was started with technical and financial assistance of M/s. 
FRIED KRUPPS ESSEN and DEMAG A. KTIENGNESELLSCHAFT 
DUISBURG. It was designed to produce flat products. Eg. Plates, 
sheets, strips tin plates etc. and large diameter pipes. It has capacity of 
1.8 MT of ingot steel to be converted into 1.2 mt of saleable steel. 
 SPECIAL FEATURES : 
a. 1st plant in India to adopt L.D. processes of steel making and to 
impalement it successfully. 
b. Only plant producing large diameter ERW pipes confirming to 
most rigid standards of API with capacity of 75000 tons/ year. 
c. Only steel plant in the country having fertilizer complex 
attached to it.  
d. 1st steel plant to adopt external desulphurization of hot metals. 
e. RSP is 1st in vacuum degassing metallurgy 
f. Maximum tonnage of quality steel 
 VISION :  
  To be respected world class corporation and the leader in Indian 
steel business in quality, productivity, profitability and customer 
satisfaction. 
 CREDO : 
  We build lasting relationships with customers based on trust and 
natural benefit. 
• We uphold highest ethical standards in conduct of our business. 
• We create and nurture a culture that supports flexibility, learning 
and is productive change 
• We chart a challenging career for employees with opportunities 
for advertisement and new rewards. 
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 EMPLOYEES TRAINING : 
Training for Modernization and Expansion: The objective is to 
prepare owe employees for managing the change by equipping then 
with:  
Relevant knowledge of maintaining and operating the state of art of 
equipment and process 
Improving managerial quality of initiating and managing change 
Skill and Efficiency Development: The objective is to fulfill the 
following:  
• Maintain the skill and competency level as per the standard 
operating practices. 
• To further improve these skills 
   The programmes are mostly problem centered courses of the 
shop floor, refresher programme, supervisory development, 
management development tools and techniques of modern 
management. 
 
 MULTI-SKILL FLEXIBLE WORKING : 
  As a consequence of cluster promotion policy the employees are 
to be trained in all the jobs they have to perform in a job cluster. The 
objective of this training scheme is: 
a. Developing employees to perform multi-jobs and then bringing 
flexibility to work process. 
b. Rationalization and elimination of restrictive work practices. 
(one man one job) 
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 SAFETY AND POLLUTION CONTROL : 
  The objective of this training scheme is to create an awareness 
of safety health consciousness, environmental control, occupational 
hazards and means to combat them and stress management. 
 SPECIAL AREAS : 
a. Cost control and cost reduction 
b. Energy and its conservation 
c. Improving productivity 
d. Total quality management 
e. Improving technical literacy 
f. Preparing training programme of SC/ST employees of managing 
higher responsibilities. 
TRAINING AND DEVELOPMENT 
  A lot of stress is given on Training and Development. A lot of 
stress is given on academic activities and R and D has been regularly 
publishing its proceedings in bin annual basis. The Training and 
Development center was established in the year 1959 to impart 
professional training to new entrants and the employees of the 
organization. Since its inception the institution has not only equipped 
the people of Rourkela steel plant to discharge their responsibility but 
has also extended similar assistance to the personnel of other SAIL 
units. With the passage of time the scope of activities of institute has 
expanded. It is diverse as it is intense to bridge the ever increasing gap 
between the available skill, knowledge, experience and the 
requirements under the changed conditions both technological and 
environmental. Today the center has growth to a position where it can 
center to a wide spectrum of development; fulfill the needs of other 
organization both in India and Abroad. 
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 TRAINING STRATEGY : 
  A two fold training strategy is followed for the development of 
employees: 
 
Training of All Fresh Entrants: Standard training programme exists 
which are uniformly followed in all units of SAIL. 
 
Training and Development of Existing Employees at RSP owe 
Strategies are: 
1. The organization needs and corporate goals identify the trust 
areas of training. 
2. Initiative is taken to identify the individual and occupational 
needs within each thrust area department wise. Training programme 
was based on above needs. 
3. The above steps taken simultaneously leads to the identification 
of a member of employees to be trained in each programme 
4. All employees irrespective of level of specialization require 
training at specific interval in their career. 
 
  The philosophy of training function has been able to respond to 
above training policy with professional activity based approach. 
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 TRAINING POLICY 
  Our organization has explicit training policy. All processes are 
finally dependent on men and hence the development of human 
resources is key to success. 
 
• Every employee has potential for growth and should be given 
opportunity to develop. 
• As per policy the company will recruit fresh entrants with 
requisite potential and educate them at suitable entry levels and train 
them to acquire the necessary skills and competence before being put 
on job. 
• Training must be continuous to meet the emerging sociological 
and technological changes and challenges. 
• The training system would be co-ordinated with the personnel 
system as a part of total HRD system 
• Training resources including professionals should be continually 
updated. 
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 TRAINING ACTIVITIES : 
  The annual training plan is drawn subsequently indicating the 
training programme to be conducted in each thrust area and number of 
employees to be trained against each. This is discussed and approved 
by the apex body before being included in App (Annual Performance 
Plan) of organization. The key element of our strategy is to integrate 
the organizational goal into training objectives. A spectrum of training 
activities has been evolved in technical and management fields and has 
been standardized with a systematic approach which helps us in 
qualitative development of human resource to achieve organizational 
goals. The training activities focus on the following key issues: 
 
• Induction and development of new entrants. 
• Performance implementation on shop floor 
• Preparing for ensuring modernization 
• Improving managerial performance. 
 
  The thrust areas of training which address to the above issues is 
as follows: 
• Training of new entrants 
• Training for modernization and expansion 
• Skill and efficiency development 
• Multi/skill flexible working 
• Safety and pollution 
• Special area 
• Training abroad 
• New initiatives 
• Training for sister units 
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TATA REFRACTORIES PVT. LTD 
 TISCO is the flagship company of the TATA group; perhaps it’s 
the oldest and the largest blue chip company. It is today also the 
largest company in the private sector. Tisco grow out of the vision of 
the founder Mr. J. N. Tata in a remote jungle in Bihar. Over the years, 
Jamshedpur has become a sprawling township with all necessary 
infrastructures, managed by the Town service departmental of TISCO. 
In the year 90-91 the saleable steel production of the company was 1.9 
million tones. The gross revenue of the company was Rs. 2330.83 
crores in 90-91. Besides, steel the company is proposing to 
manufacture cement and interestingly it is a very huge exporter of 
variety of products and commodities including coffee. In 89-90 
exports of the company totalled almost Rs. 150 crores. The payments 
to an provision for employees went up from a little over 200 crores in 
86-87 to 400 crores in 90-91. The company is now expanding and 
adding to its capacity with the new one million tons/ annum blast 
furnaces and other mills. 
 STATEMENT OF OBJECTIVES : 
  The fundamental objective of the TAT steel company is to 
strengthen India’s industrial base through increased productivity, 
effective utilization of material and manpower resources, continued 
applications of upto date scientific and managerial methods and 
through systematic growth in keeping with national integration. 
Guided by the philosophy and ideals of its founder in its policies and 
objectives, the company believes in effective discharge of its duties 
and obligations towards its shareholders, employees, customers and 
the community. 
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 CORPORATE PHILOSOPHY OF TATA STEEL : 
  The ideals and philosophy of works ethics of the founder 
J.N.TATA which has percolated to the rank and file of Tisco 
employees has created on oasis of industrial harmony amidst industrial 
unrest in our country. Organizing an enterprise around man, and 
integrating man and machine into a forward looking and effective 
system is the corporate philosophy of the Tisco administration. A 
unique management employee relationship has been created by the 
company which creates good working environment and cares for and 
nurtures all who come within its fold. It is a striking fact that for the 
last 50 years there has not been a single strike or lockout at TISCO. 
The most significant contribution to this is a unique settlement 
between the company and the TATA worker’s union for the grievance 
process and a joint consultation process. 
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HISTROY – Major Milestones 
1958 : Promoted Jointly by Tata Steel & Didier – 
Werke AG Germany : Belpahar 
Refractories Ltd. 
1959 : Started Production of Basic, High 
Alumina & Silica. 
1971 : R & D Facility Established 
1986 : Christened as “Tata Refractories Ltd.” 
1993 : Established Leading Market Position 
1994 : Commissioned 30000 MTPA Dolomite 
Plant. 
1999 : ISO 9002 Certification for the Whole 
Plant. 
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PRACTICAL MAINTENANCE MANAGEMENT 
  A Practical Maintenance Management not only 
utilize the techniques and systems but also motivates 
the man to work who is behind every activity. This 
involves highly specialized methods of motivation and 
human performance :- 
 
HUMAN MIND IS MADE PRODUCTIVE BY 
POSITIVE MOTIVATION 
 
Motivation is nothing but to work and work better. 
Human performance can be illustrated by following 
equation : 
Human Performance x Resources = Organisational 
Performance 
Human Performance  = Ability x Motivation 
Motivation    = Attitude x Situation 
Ability    = Knowledge x Skill 
 ∴ Human Performance =  
Knowledge x Skill x Attitude x Situation 
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STATE BANK OF INDIA: 
 
State Bank of India (SBI) is the largest bank in India. 
The bank traces its ancestry back through the Imperial Bank of 
India to the founding in 1806 of the Bank of Calcutta, making it the 
oldest commercial bank in the Indian Subcontinent. The Government 
of India nationalized the Imperial Bank of India in 1955, with the 
Reserve Bank of India taking a 60% stake, and renamed it the State 
Bank of India. In 2008, the Government took over the stake held by 
the Reserve Bank of India. 
SBI provides a range of banking products through its vast 
network in India and overseas, including products aimed at NRI’s. The 
State Bank Group, with over 16000 branches, has the largest branch 
network in India. With an asset base of $250 billion and $195 billion 
in deposits, it is a regional banking behemoth. It has a market share 
among Indian commercial banks of about 20% in deposits and 
advances, and SBI accounts for almost one-fifth of the nation’s loans.  
SBI has tried to reduce its over-staffing through computerizing 
operations and Golden handshake schemes that led to a flight of its 
best and brightest managers. These managers took the retirement 
allowances and then went on to become senior managers at new 
private sector banks. 
The State bank of India is 29th most reputable company in the 
world according to Forbes. 
Regional office of the State Bank of India (SBI), India's largest 
bank, in Mumbai. The government of India is the largest shareholder 
in SBI. 
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The bank has 52 branches, agencies or offices in 32 countries. It 
has branches of the parent in Colombo, Dhaka, Frankfurt, Hong 
Kong, Johannesburg, London, Los Angeles, Male in the Maldives, 
Muscat, New York, Osaka, Sydney, and Tokyo. It has offshore 
banking units in the Bahamas, Bahrain, and Singapore, and 
representative offices in Bhutan and Cape Town. 
SBI operates several foreign subsidiaries or affiliates. In 1990 it 
established an offshore bank, State Bank of India (Mauritius). It has 
two subsidiaries in North America, State Bank of India (California), 
and State Bank of India (Canada). In 1982, the bank established its 
California subsidiary, which now has seven branches. The Canadian 
subsidiary was also established in 1982 and also has seven branches, 
four in the greater Toronto area, and three in British Columbia. In 
Nigeria, it operates as INMB Bank. This bank was established in 1981 
as the Indo-Nigerian Merchant Bank and received permission in 2002 
to commence retail banking. It now has five branches in Nigeria. In 
Nepal SBI owns 50% of Nepal SBI Bank, which has branches 
throughout the country. In Moscow SBI owns 60% of Commercial 
Bank of India, with Canara Bank owning the rest. 
State Bank of India already has a branch in Shanghai and plans 
to open one up many more in foreign countries. 
State Bank of India has presence in Dubai International 
Financial Centre, Dubai, United Arab Emirates.  
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HISTORY 
The roots of the State Bank of India rest in the first decade of 
19th century, when the Bank of Calcutta, later renamed the Bank of 
Bengal, was established on 2 June 1806. The Bank of Bengal and two 
other Presidency banks, namely, the Bank of Bombay (incorporated on 
15 April 1840) and the Bank of Madras (incorporated on 1 July 1843). 
All three Presidency banks were incorporated as joint stock 
companies, and were the result of the royal charters. These three banks 
received the exclusive right to issue paper currency in 1861 with the 
Paper Currency Act, a right they retained until the formation of the 
Reserve Bank of India. The Presidency banks amalgamated on 27 
January 1921, and the reorganized banking entity took as its name 
Imperial Bank of India. The Imperial Bank of India continued to 
remain a joint stock company. 
Pursuant to the provisions of the State Bank of India Act (1955), 
the Reserve Bank of India, which is India's central bank, acquired a 
controlling interest in the Imperial Bank of India. On 30 April 1955 
the Imperial Bank of India became the State Bank of India. The Govt. 
of India recently acquired the Reserve Bank of India's stake in SBI so 
as to remove any conflict of interest because the RBI is the country's 
banking regulatory authority. 
In 1959 the Government passed the State Bank of India 
(Subsidiary Banks) Act, enabling the State Bank of India to take over 
eight former State-associated banks as its subsidiaries. On Sept 13, 
2008, State Bank of Saurashtra, one of its Associate Banks, merged 
with State Bank of India. 
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SBI has acquired local banks in rescues. For instance, in 1985, it 
acquired Bank of Cochin in Kerala, which had 120 branches. SBI was 
the acquirer as its affiliate, State Bank of Travancore, already had an 
extensive network in Kerala. 
There are six associate banks that fall under SBI, and together 
these six banks constitute the State Bank Group. All use the same logo 
of a blue keyhole and all the associates use the "State Bank of" name 
followed by the regional headquarters' name. Originally, the then 
seven banks that became the associate banks belonged to Princely 
States until the government nationalized them between October, 1959 
and May, 1960. In tune with the first Five Year Plan, emphasizing the 
development of rural India, the government integrated these banks into 
State Bank of India to expand its rural outreach. There has been a 
proposal to merge all the associate banks into SBI to create a "mega 
bank" and streamline operations. The first step along these lines 
occurred on 13 August 2008 when State Bank of Saurashtra merged 
with State Bank of India, which reduced the number of state banks 
from seven to six. Furthermore on 19th June 2009 the SBI board 
approved the merger of its subsidiary, State Bank of Indore, with 
itself. SBI holds 98.3% in the bank, and the balance 1.77% is owned 
by individuals, who held the shares prior to its takeover by the 
government. 
The acquisition of State Bank of Indore will help SBI add 470 
branches to its existing network of 11,448. Also, following the 
acquisition, SBI’s total assets will inch very close to the Rs 10-lakh 
crores mark. Total assets of SBI and the State Bank of Indore stood at 
Rs 998,119 crores as on March 2009. 
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The Subsidiaries of SBI till date 
• State Bank of Indore  
• State Bank of Bikaner and Jaipur  
• State Bank of Hyderabad  
• State Bank of Mysore  
• State Bank of Patiala  
• State Bank of Travancore  
 Growth 
State Bank of India has often acted as guarantor to the Indian 
Government, most notably during Chandra Shekhar's tenure as Prime 
Minister of India. With 11,448 branches and a further 6500+ associate 
bank branches, the SBI has extensive coverage. State Bank of India 
has electronically networked all of its branches under Core Banking 
System (CBS). The bank has one of the largest ATM networks in the 
region. More than 8500 ATMs across India. The State Bank of India 
has had steady growth over its history, though it was marred by the 
Harshad Mehta scam in 1992. In recent years, the bank has sought to 
expand its overseas operations by buying foreign banks. It is the only 
Indian bank to feature in the top 100 world banks in the Fortune 
Global 500 rating and various other rankings. 
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Key Dates: 
1806: The Bank of Calcutta is established as the first Western-type bank.  
1809: The bank receives a charter from the imperial government and 
changes its name to Bank of Bengal.  
1840: A sister bank, Bank of Bombay, is formed.  
1843: Another sister bank is formed: Bank of Madras, which, together with 
Bank of Bengal and Bank of Bombay become known as the presidency 
banks, which had the right to issue currency in their regions.  
1861: The Presidency Banks Act takes away currency issuing privileges but 
offers incentives to begin rapid expansion, and the three banks open nearly 
50 branches among them by the mid-1870s.  
1876: The creation of Central Treasuries ends the expansion phase of the 
presidency banks.  
1921: The presidency banks are merged to form a single entity, Imperial 
Bank of India.  
1955: The nationalization of Imperial Bank of India results in the formation 
of the State Bank of India, which then becomes a primary factor behind the 
country's industrial, agricultural, and rural development.  
1969: The Indian government establishes a monopoly over the banking 
sector.  
1972: SBI begins offering merchant banking services.  
1986: SBI Capital Markets is created.  
1995: SBI Commercial and International Bank Ltd. are launched as part of 
SBI's stepped-up international banking operations.  
1998: SBI launches credit cards in partnership with GE Capital.  
2002: SBI networks 3,000 branches in a massive technology 
implementation.  
2004: A networking effort reaches 4,000 branches. 
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Incorporated: 1921 as the Imperial Bank of India 
NAIC: 522110 Commercial Banking 
State Bank of India (SBI) is that country's largest commercial 
bank. The government-controlled bank--the Indian government 
maintains a stake of nearly 60 percent in SBI through the central 
Reserve Bank of India--also operates the world's largest branch 
network, with more than 13,500 branch offices throughout India, 
staffed by nearly 220,000 employees. SBI is also present worldwide, 
with seven international subsidiaries in the United States, Canada, 
Nepal, Bhutan, Nigeria, Mauritius, and the United Kingdom, and more 
than 50 branch offices in 30 countries. Long an arm of the Indian 
government's infrastructure, agricultural, and industrial development 
policies, SBI has been forced to revamp its operations since 
competition was introduced into the country's commercial banking 
system. As part of that effort, SBI has been rolling out its own 
network of automated teller machines, as well as developing anytime-
anywhere banking services through Internet and other technologies. 
SBI also has taken advantage of the deregulation of the Indian banking 
sector to enter the banc assurance, assets management, and securities 
brokering sectors. In addition, SBI has been working on reigning in its 
branch network, reducing its payroll, and strengthening its loan 
portfolio. In 2003, SBI reported revenue of $10.36 billion and total 
assets of $104.81 billion.  
The spread of colonial influence also extended the scope of 
government and commercial financial influence. Toward the middle of 
the century, the imperial government created two more regional banks. 
The Bank of Bombay was created in 1840, and together with the Bank 
of Bengal, they became known as the "Presidency" banks.  
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All the banks were operated as joint stock companies, with the 
imperial government holding a one-fifth share of each bank. The 
remaining shares were sold to private subscribers and, typically, were 
claimed by the Western European trading firms. These firms were 
represented on each bank's board of directors, which was presided 
over by a nominee from the government. While the banks performed 
typical banking functions, for the Western firms and population and 
members of Indian society, their main role was to act as a lever for 
raising loan capital, as well as help stabilize government securities.  
The charters backing the establishment of the presidency banks 
granted them the right to establish branch offices. Into the second half 
of the century, however, the banks remained single-office concerns. It 
was only after the passage of the Paper Currency Act in 1861 that the 
banks began their first expansion effort. That legislation had taken 
away the presidency banks' authority to issue currency, instead placing 
the issuing of paper currency under direct control of the British 
government in India, starting in 1862.  
Yet that same legislation included two key features that 
stimulated the growth of a national banking network. On the one hand, 
the presidency banks were given the responsibility for the new 
currency's management and circulation. On the other, the government 
agreed to transfer treasury capital backing the currency to the banks--
and especially to their branch offices. This latter feature encouraged 
the three banks to begin building the country's first banking network. 
The three banks then launched an expansion effort, establishing a 
system of branch offices, agencies, and sub-agencies throughout the 
most populated regions of the Indian coast, and into the inland areas as 
well.  
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The rapid growth of the presidency banks came to an abrupt halt 
in 1876, when a new piece of legislation, the Presidency Banks Act, 
placed all three banks under a common charter--and a common set of 
restrictions. As part of the legislation, the British imperial government 
gave up its ownership stakes in the banks, although they continued to 
provide a number of services to the government, and retained some of 
the government's treasury capital. The majority of that, however, was 
transferred to the three newly created Reserve Treasuries, located in 
Calcutta, Bombay, and Madras. The Reserve Treasuries continued to 
lend capital to the presidency banks, but on a more restrictive basis. 
The minimum balance now guaranteed under the Presidency Banks 
Act was applicable only to the banks' central offices. With branch 
offices no longer guaranteed a minimum balance backed by 
government funds, the banks ended development of their networks. 
Only the Bank of Madras continued to grow for some time, supplied as 
it was by the influx of capital from development of trade among the 
region's port cities.  
The loss of the government-backed balances was soon 
compensated by India's rapid economic development at the end of the 
19th century. The building of a national railroad network launched the 
country into a new era, seeing the rise of cash-crop farming, a mining 
industry, and widespread industrial development. The three presidency 
banks took active roles in financing this development. The banks also 
extended their range of services and operations, although for the time 
being were excluded from the foreign exchange market.  
By the beginning of the 20th century, India's banking industry boasted 
a host of new arrivals, and particularly foreign banks authorized to 
exchange currency. The growth of the banking sector, and the 
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development of indigenous banks, in turn created a need for a larger 
"bankers' bank." At the same time, the Indian government had 
outgrown its colonial background and now required a more centralized 
banking institution. These factors led to the decision to merge the 
three presidency banks into a new, single and centralized banking 
institution, the Imperial Bank of India.  
Created in 1921, the Imperial Bank of India appeared to 
inaugurate a new era in India's history--culminating in its declaration 
of independence from the British Empire. The Imperial Bank took on 
the role of central bank for the Indian government, while acting as a 
bankers' bank for the growing Indian banking sector. At the same time, 
the Imperial Bank, which, despite its role in the government financial 
structure remained independent of the government, carried on its own 
commercial banking operations.  
In 1926, a government commission recommended the creation of 
a true central bank. While some proposed converting the Imperial 
Bank into a central banking organization for the country, the 
commission rejected this idea and instead recommended that the 
Imperial Bank be transformed into a purely commercial banking 
institution. The government took up the commission's 
recommendations, drafting a new bill in 1927. Passage of the new 
legislation did not occur until 1935, however, with the creation of the 
Reserve Bank of India.  
Into the early 1950s, the Imperial Bank grew steadily, 
dominating the Indian commercial banking industry. The bank 
continued to build up its assets and capital base, and also entered a 
new phase of national expansion. By the middle of the 1950s, the 
Imperial Bank operated more than 170 branch offices, as well as 200 
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sub-offices. Yet the bank, like most of the colonial government, 
focused primarily on the country's urban regions.  
By then, India had achieved its independence from Britain. In 
1951, the new government launched its first Five Year Plan, targeting 
in particular the development of the country's rural areas. The lack of 
a banking infrastructure in these regions led the government to 
develop a state-owned banking entity to fill the gap. As part of that 
process, the Imperial Bank was nationalized and then integrated with 
other existing government-owned banking components. The result was 
the creation of the State Bank of India, or SBI, in 1955.  
The new state-owned bank now controlled more than one-fourth 
of India's total banking industry. That position was expanded at the 
end of the decade, when new legislation was passed providing for the 
takeover by the State Bank of eight regionally based, government-
controlled banks. As such the Banks of Bikaner, Jaipur, Indore, 
Mysore, Patiala, Hyderabad, Saurashtra, and Travancore became 
subsidiaries of the State Bank. Following the 1963 merger of the 
Bikaner and Jaipur banks, their seven remaining subsidiaries were 
converted into associate banks.  
In the early 1960s, the State Bank's network already contained 
nearly 500 branches and sub-offices, as well as the three original head 
offices inherited from the presidency bank era. Yet the State Bank now 
began an era of expansion, acting as a motor for India's industrial and 
agricultural development, which was to transform it into one of the 
world's largest financial networks. Indeed, by the early 1990s, the 
State Bank counted nearly 15,000 branches and offices throughout 
India, giving it the world's single largest branch network.  
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SBI played an extremely important role in developing India's 
rural regions, providing the financing needed to modernize the 
country's agricultural industry and develop new irrigation methods and 
cattle breeding techniques, and backing the creation of dairy farming, 
as well as pork and poultry industries. The bank also provided backing 
for the development of the country's infrastructure, particularly on a 
local level, where it provided credit coverage and development 
assistance to villages. The nationalization of the banking sector itself, 
an event that occurred in 1969 under the government led by Indira 
Gandhi, gave SBI new prominence as the country's leading bank.  
Even as it played a primary role in the Indian government's 
industrial and agricultural development policies, SBI continued to 
develop its commercial banking operations. In 1972, for example, the 
bank began offering merchant banking services. By the mid-1980s, the 
bank's merchant banking operations had grown sufficiently to support 
the creation of a dedicated subsidiary, SBI Capital Markets, in 1986. 
The following year, the company launched another subsidiary, SBI 
Home Finance, in collaboration with the Housing Development 
Finance Corporation. Then in the early 1990s, SBI added subsidiaries 
SBI Factors and Commercial Services, and then launched institutional 
investor services.  
SBI was allowed to dominate the Indian banking sector for more 
than two decades. In the early 1990s, the Indian government kicked 
off a series of reforms aimed at deregulating the banking and financial 
industries. SBI was now forced to brace itself for the arrival of a new 
wave of competitors eager to enter the fast-growing Indian economy's 
commercial banking sector. Yet years as a government-run institution 
had left SBI bloated--the civil-servant status of its employees had 
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encouraged its payroll to swell to more than 230,000. The bureaucratic 
nature of the bank's management left little room for personal initiative, 
nor incentive for controlling costs.  
The bank also had been encouraged to increase its branch 
network, with little concern for profitability. As former Chairman 
Dipankar Baku told the Banker in the early 1990s: "In the aftermath of 
bank nationalisation everyone lost sight of the fact that banks had to 
be profitable. Banking was more to do with social policy and perhaps 
that was relevant at the time. For the last two decades the emphasis 
was on physical expansion."  
Under Baku, SBI began retooling for the new competitive 
environment. In 1994, the bank hired consulting group McKinsey and 
Co. to help it restructure its operations. McKinsey then led SBI 
through a massive restructuring effort that lasted through much of the 
decade and into the beginning of the next, an effort that helped SBI 
develop a new corporate culture focused more on profitability than on 
social and political policy. SBI also stepped up its international trade 
operations, such as foreign exchange trading, as well as corporate 
finance, export credit, and international banking.  
SBI had long been present overseas, operating some 50 offices 
in 34 countries, including full-fledged subsidiaries in the United 
Kingdom, the United States, and elsewhere. In 1995 the bank set up a 
new subsidiary, SBI Commercial and International Bank Ltd., to back 
its corporate and international banking services. The bank also 
extended its international network into new markets such as Russia, 
China, and South Africa.  
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Back home, in the meantime, SBI began addressing the 
technology gap that existed between it and its foreign-backed 
competitors. Into the 1990s, SBI had yet to establish an automated 
teller network; indeed, it had not even automated its information 
systems. SBI responded by launching an ambitious technology drive, 
rolling out its own ATM network, then teaming up with GE Capital to 
issue its own credit card. In the early 2000s, the bank began cross-
linking its banking network with its ATM network and Internet and 
telephone access, rolling out "anytime, anywhere" banking access. By 
2002, the bank had succeeded in networking its 3,000 most profitable 
branches.  
The implementation of new technology helped the bank achieve 
strong profit gains into the early years of the new century. SBI also 
adopted new human resources and retirement policies, helping trim its 
payroll by some 20,000, almost entirely through voluntary retirement 
in a country where joblessness remained a decided problem.  
By the beginning of 2004, SBI appeared to be well on its way to 
meeting the challenges offered by the deregulated Indian banking 
sector. In a twist, the bank had become an aggressor into new 
territories, launching its own line of banc assurance products, and also 
initiating securities broking services.  
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CARA OPERATIONS LTD; TORONTO 
Cara Operations Limited is a Canadian company that provides 
catering services to airlines and operates several restaurant and coffee 
shop chains including: Harvey's, Swiss Chalet, Kelsey's, Milestone's 
and Montana's. The company moved to its new HQ in Nov 2008 in 
Vaughan, Ontario across from Vaughan Mill Shopping Mall 
In 2002, sales for the whole company were C$1.9 billion. 88% 
of the business comes from the restaurant services with the remaining 
12% deriving from airline catering. 
The name Cara was derived from the first two letters of each of 
the words "Canada Railway"; it is also an Irish word meaning 
"friend". 
HISTORY 
In 1883, Canada Railway News Co. was founded. Cara began as 
a steamship company on the Niagara River in Ontario. It soon moved 
into the food business, catering to a boom in passenger rail traffic in 
Canada. 
In the 1930s, Cara began offering catering services to the 
airlines. By 1951 it was serving about 1 500 meals a day. 
In 1961 the company changed its name to Cara Operations 
Limited. 
Cara was owned solely by the Phelan family from its inception 
in 1883 until it finally went public in 1968. At the time, its primary 
business was catering to the transportation sector (airline and rail 
meals), but it did operate a few 'no-name' restaurants and coffee shops 
in various office towers and airport terminals in Canada.  
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In 1986 Cara provided services for Vancouver's Exports. 
In 1999, Cara purchased Kelsey’s inc. from owner Paul Jeffrey, 
acquiring Montanans, Kelsey’s and the Outback (Canada). The rights 
to Outback steakhouse were owned in Canada by Cara, but it was sold 
back to Outback in the USA because of high food costs. 
On February 26, 2004, Cara went private. 
In 2008, Cara was in the middle of a controversy when 3 
employees got arrested at the Montreal-Trudeau airport 
concerning a drug distribution network that used the planes of 
which Cara is responsible of the catering. 
 OPERATIONS 
Cara currently employs more than 39,000 people. 
Cara servicing a Czech Airlines flight in Montreal 
Today, Cara controls 60% of the Canadian airline market, 
providing meals for more than 60 of the world's major airlines 
including KLM, American Airlines, British Airways and Air Canada. 
Meals are prepared at nine kitchens located across Canada. Cara 
Airline Solutions 
• Summit Food Service Distributors Inc. now a division of 
Colabor LP is Canada's largest Canadian- owned broadline 
distributor to the foodservice industry.  
• Cara Airport Services Division  
• Pearson International Airport (Toronto)  
• Flight Kitchen Vancouver International Airport - 40% market 
share.  
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RESTAURANT OPERATIONS 
• Cara Air Terminal Restaurant Division  
• Harvey's  
• Swiss Chalet  
• Kelsey's Neighbourhood Bar and Grill  
• Milestone's Restaurants Inc.  
• Montana's Cookhouse  
• Coza! Tuscan Grill  
About Cara Operations Limited Cara Operations Limited is a 
privately held, Canadian owned company founded by the Phelan 
family in 1883. 
Rich in Canadian History, Cara is a reflection of the Canadian 
mosaic. As the largest operator of full service restaurants in Canada 
and the leading caterer to the travel industry, its businesses are 
synonymous with food and travel in Canada. Cara's restaurants and 
establishments span the country with a presence in every province. 
Cara owns many of Canada's favorite restaurant concepts including 
such revered brands as Swiss Chalet, Harvey's, Kelsey's, Montana's 
Cookhouse, and Milestone's Grill and Bar. Cara Airline Solutions is 
Canada's largest airline caterer. Cara provides employment for over 
40,000 Canadians in its owned and franchised operations. 
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VISION 
  To Be Canada's leading branded restaurant and Airline Services 
Company. About Harvey's Restaurants We are Canada's Burger 
Authority and have been home to Canada's best tasting burger for 
almost 50 years. Our unique custom garnish experience is unlike any 
other, and our all-Canadian hospitality keeps burger lovers coming 
back. At Harvey's, we uphold our own 4 "Gs" Hospitality Promise - 
Greet, Grill, Garnish and Gratitude. We are passionate about working 
hard and having fun together, and are committed to presenting each 
burger to our Guests as if it were a special gift. As a team, we 
communicate openly and honestly, and continuously look for new 
ways to enhance all aspects of our business. 
About Kelsey's Restaurants, at Kelsey's, our "Kulture" is 'all for 
one and one for all.' We work together as equals to make sure 
everybody feels comfortable and right at home. We believe in creating 
a favorite comfort zone for people living and working in our 
neighborhoods. We bring fun and energy to everything we do and 
know there are no short cuts to delivering the Perfect Guest 
Experience. We love our craveable classics, and look for fun and 
personal ways to demonstrate that message to our Guests every visit. 
We strive for continuous improvement - with a commitment to 
bettering ourselves and each other everyday. 
About Milestones Grill and Bar, at Milestones, hospitality is 
innate in every member of our team. We do the expected unexpectedly 
well, and care about all the details that make a dining experience 
special. Our team spirit is fueled by each member's personality and 
this creates a caring friends and family environment. We believe when 
we work together, we can deliver a better experience to our Guests, 
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with flair. We love food and dining and it shows. From the ingredients 
we use, to our excitement for innovative dishes, to our appreciation for 
wine and specialty drinks, our Guests' experience is enhanced by our 
'foodie pride.' 
About Montana's Cookhouse Restaurants, at Montana's we are 
passionate about delivering the Perfect Guest Experience for each and 
every Guest. We do this by providing delicious home-style foods, a 
unique cookhouse environment, and 'genuine hospitality' service. The 
key to our success is our team and we want to 'wow' our guests by 
providing an 'Escape to Simpler Times.' 
About Swiss Chalet Restaurants At Swiss Chalet, we are proud 
of our "crave-able" food and home-style service. We are all about 
family and do whatever it takes to meet their needs. We work as a 
team, where we treat each other as equals. We work hard to create a 
sense of belonging for each associate and take responsibility for our 
actions by always acting in the best interest of our Associates and 
Guests. We embrace our unique differences as people and believe they 
make us more successful. 
 
 
FAMILY HAPPENS AT SWISS CHALET. 
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D DAMAS, LLC. 
 
Overview 
The Group is an international integrated jewellery and watch 
retailer operating in about 18 countries with around 450 stores, and the 
leading jewellery and watch retailer in the Middle East, based on 
number of stores. The Group’s network of retail outlets includes 
subsidiaries predominantly in the Middle East, India and Italy, Jointly 
controlled entities and Associates in countries across the Middle East, 
Europe, North Africa and other regions. The Group’s stores offer the 
Group’s own branded products as well as products sold under leading 
global and regional luxury brands.  
  
The Group sells jewellery and watches through three main distinctive 
store formats, each of which is tailored to a specific type of customer.  
        Less Exclusives stores, which cater to high net worth 
consumers through products that include some of the world’s 
most exclusive luxury brands, for jewellery and watches, and 
some of the Group’s own brands; 
         Semi-Exclusives stores, which cater principally to upper-
middle income consumers such as tourists and expatriate 
professionals and office workers, through products that include 
well known international jewellery brands of wider appeal, in 
addition to regional brands and the Group’s own labels; and 
         Damas 22K stores which cater mostly to middle income and 
working class immigrant populations, primarily of South Asian 
origin, and primarily offer jewellery under the Group’s own 
brands and regional brands. 
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In addition to the three principal store formats, the Group has other 
stores, such as watch stores and Mono-brand stores, as well as 
Damas Kids for children and parents, duty-free shops, a point 
of sale in the Saks Fifth Avenue department store at Bur Juman 
shopping centre in Dubai and other individually branded small 
stores such as Taif Jewellers, Marhaba Jewellery and Farhan 
Jewellers etc. These include: 
         Watch stores, which include Damas Watches and Time Art 
stores offering internationally branded watches in the medium 
price range; and 
         Mono-brand stores, each dedicated to a single international 
brand, located throughout the UAE, including Tiffany and Co, 
Paspaley, Graff, Parmigiani, Stefan Hafner, Links of London, 
Roberto Coin, Roberta Porrati and Folli Follie. 
 
History 
The Group has its origins in the activities of Mr. Mohammed 
Tawfique Abdullah, the grandfather of the Founding Shareholders. Mr. 
Abdullah began designing, crafting and selling gold jewellery to 
retailers in Syria in the early 1900s. In 1955, the family business 
moved to the UAE when Mr. Tawfique Abdullah’s son, Mr. 
Mohammed Taher Abdullah, moved to Dubai and opened a 
goldsmith’s shop under the name Al Abdullah Jewellery Traders LLC 
(“AAJT”). The first retail outlet of AAJT was opened in 1959 and the 
gold wholesale operations began in 1970. In the late 1970s, Mr Taher 
Abdullah and his three sons, Tawfique, Tamjid and Tawhid, first 
developed the Damas brand in order to promote and market AAJT’s 
products.  
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In the 1990s, the Group adopted an early version of its current 
marketing and merchandising strategy to develop its brands and 
products based on customer segmentation according to demographic 
profile, including its current three store format.  
  
By 2000, the Group had established retail operations in Qatar, 
Bahrain, Oman and Jordan. In 2002, the Group expanded its 
operations to Kuwait and Saudi Arabia, and by 2004, the Group had 
expanded to Egypt, Libya, Sudan, Italy and India. 
  
Damas’ key operational milestones 
 
1907 
Goldsmith operations began in Syria by Mohammed Tawfique 
Abdullah, grandfather of the three current Directors. 
1959 
First retail outlet branded as Damas opened by Mohammed Taher 
Abdullah in Dubai. 
1970 
Damas began wholesale gold operations in Dubai. 
1985 
Damas retail stores started selling international brands. 
1988 
Damas began the launch of its own brands. 
 1995 
Damas established the Diamond Division to manage the sourcing of 
loose stones and finished jewellery. 
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2000 
Damas’ business was expanded to countries including Qatar, Oman, 
Lebanon, Kuwait and Bahrain through investment in jointly controlled 
entities. The first Les Exclusives boutique was opened in the UAE. 
 2004 
Damas purchased Stefan Hafner, a high-end Italian jewellery business. 
 2005 
Damas raised AED 521 million through a private placement. Damas’ 
operations further expanded into Saudi Arabia, Jordan, Egypt, Libya, 
Sudan, Italy, India and Japan through investment in jointly controlled 
entities and associates. 
2006 
Damas established a 30,000 sq. m. manufacturing unit in the Dubai 
Multi Commodities Centre. 
 2007 
Damas raised US$ 255 million through a syndicated loan.  
 2008 
On July 8, Damas was listed on NASDAQ Dubai following a 
successful regional and international initial public offering (IPO) to 
the institutional investors 
We at Damas strive to be a leading multinational in the jewellery and 
fashion industry and a house to international brands.  
 Our aim is to delight customers by offering luxury wrapped in trust 
with the help of a team of dedicated professionals. 
 
We are committed to the society we serve. 
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CHAPTER – 3 
RESEARCH METHODOLOGY 
 
INTRODUCTION 
The Researcher has followed systematic Research Design for the 
study of Training Practices in India and Abroad. At the outset the Research 
has selected few of the units from India and few of the units from Abroad. 
The units selected by the Research belong both to the Industrial sector as 
well as service sector. The Researcher has decided to select one unit from 
public sector, one from private sector and one from service sector which is a 
Government unit. The Researcher has selected Rourkela Steel Plant, 
Tata Refractories Pvt. Ltd, State Bank of India, D Damas Ltd 
and Cara Operations. 
For Abroad, initially it was decided that the units to be selected would 
be from government sector, Public sector and Private sector, depending upon 
the availability of permission from there sectors. The Researcher made 
contacts with many units for the grant of permission in this respect and after 
that he was given a chance to conduct the survey on  Damas LLC; Dubai and 
Cara Operations; Toronto. 
Although it was very important to select adequate sample size for the 
study, the Researcher has decided to contact 50 employees from each of the 
units, so the sample size would be of 300 employees for the study. The 
primary data were the major source for the data collection. A structured 
detailed Questionnaire has been designed by the Researcher which consists 
of all the major aspects of the Training like: 
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i) IDENTIFICATION OF TRAINING NEEDS ANALYSIS. 
ii) TYPES OF TRAINING PROGRAMMES. 
iii) DIFFERENT METHODS OF TRAINING. 
iv) IMPLEMENTATION OF TRAINING PROGRAMMES. 
v) FACILITIES AVAILABLE FOR TRAINING. 
vi)  SCHEMES OF TRAINING. 
vii) EVALUATION OF TRAINING METHODS. 
viii) EVALUATION, UTILITY, IMPACT & MEASUREMENT OF 
TRAINING PROGRAMMES. 
In addition to this, secondary data’s were also taken by the Researcher 
from periodicals, Books, Journals etc. 
Out of 300 sample size, the data’s received, were for only 212 
employees. The questionnaires filled up by the employees were processed 
further objectively. The Tabulation of the data’s was completed according to 
the need of the study. Even after detailed data analysis, further sophisticated 
Analytical and Statistical Tools were applied objectively by the Researcher. 
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OBJECTIVES OF THE STUDY 
i. To understand the concept of Training and Development and the 
different Techniques of Training followed in the Organizations. 
ii. To know the application of the Theory of Training and Development 
Practice in India corporate sector and the units of Abroad. 
iii. To know the various aspects of Training and Development - 
Identification of Need of Training, contents and Methods, Evaluation 
of Training Practices, Resources available for Training in various 
units, the new processes, managing the Training function. 
iv. To understand the approached to Training Interventions, Designing 
Training Policy, Plans and Resources and preparing tomorrow’s 
workforce. 
v. To understand the Determinations and Evaluation of Training 
Interventions in the various units. 
vi. To evaluate the problems faced by the trainers in the process of 
Training and Development. 
vii. To understand the continuous process of Training and Development - 
The ultimate Interventions. 
viii. To understand the Designing of Training programmer and understand 
the key considerations in designing it. 
ix. To measure the impact of Training and Development programmer and 
dealing with the key Issues in Training Evaluation. 
x. To evaluate and Handle the national cultural differences in Training 
Practices of the units of India and Abroad. 
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UNIVERSE OF THE STUDY 
All the Corporate Sectors in India and Abroad would be the Universe of the 
study. Among this, only five units were selected by the Researcher. 
 
PROBLEM IDENTIFICATION 
The research has framed the following problem for this work – 
“A COMPARATIVE EVALUATION OF TRAINING PRACTICES 
OF SELECTED UNITS IN INDIA AND ABROAD”. 
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SURVEY OF EXISTING LITERATURE 
  For this study the researcher has reviewed various books, 
journals and other publications to get a proper understanding of the 
subject. As the subject is unique in its kind, the researcher has tried to 
receive information from INTERNET and has at the same time 
reviewed many articles and presentations. 
 Most of the relevant draft has been taken from training 
interventions by Margaret A. Reid and Encyclopedia of 
Management by John Prior. The different kinds of Training 
programs conducted at various cadres and its importance has been 
highlighted in steps and simultaneously the researcher has made on 
attempt to measure its impact on the organizations productivity, 
considering the other factors too. The entire work is divided into 2 
parts – understanding the concept of Training and Development along 
with its importance in the upcoming times and pleasuring the impact 
of training on organizational development. The former part is 
concerned with trying to understand the different conceptual 
framework of training, education, development and the later part is 
concerned with measuring the impact of training on the productivity of 
the organization and the various challenges that an organization faces 
and has to face at a future date. 
 
 In these times where implementation of Training strategies and 
policies is the key to the survival and success of the organization, the 
researcher has tried explaining the importance of training at various 
levels and translating these strategies into operational terms so that 
people can understand it easily and try implementing the same. There 
is a need of alignment with the organization policies and strategies so 
that training as a support functions works hand in hand in achieving 
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the organizational objectives. Training as a strategy in every 
organization must be a continuous process so that every time 
something worth is derived from the employees to help maintain a 
proper balance of productivity and strategies within the organization. 
 A book written by Dr. R. K. Sahu named Training for 
Development – maximum performance and maintaining persistency in 
results, guides readers with the processes that are required for 
successful training professionals. In addition to this, it also reflects 
how to become a strategy focused organization by embedding the right 
kind of training interventions into organizational processes. There are 
certain articles which highlight on transforming the training strategies 
and policies from performance management to strategic management. 
It says that there are limitations of managing the organization solely 
with financial measures. So what is now? It analyses the reasons for 
the adoption of training interventions by almost all the organizations 
around the world since its introduction in 1986. 
 Various research articles presented by different written on the 
importance of training in Indian as well as multinational companies 
has given a very good base to the researcher. These articles have 
presented primary research on Indian companies having separate 
Training Department and have given various information on 
objectives, perspectives, problems and Impact of Training practices on 
the performance of companies. 
 There are certain more articles that have highlighted a number of 
examples of the companies implementing different training methods in 
India including TCS, TATA MOTORS, SAINT GOBAIN, and 
RELIANCE etc. There are articles which suggest that the key to 
execute a particular training method is to have people in the 
organization understand it – including the crucial but perplexing 
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processes by which the intangible assets will be converted into 
tangible outcomes. And training strategy maps can help chart this 
difficult terrain. It guides in preparing strategy maps from top to 
bottom by covering all the training perspectives. An article by Harry 
Barrington gives and in depth information about the concept of 
Training and the various methods and practices from its actual 
evolution to practical problems faced by the organization. It provides 
detailed analysis or the various kinds of training methods and suggests 
how to build a successful training policy and strategy. It has covered 
the examples of Tata Steels and State Bank to analyze the advantages 
of the concept and also suggests numerous successful implementations 
of Training methods. 
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SCOPE OF THE STUDY 
  This research in itself is a unique one and has its own 
significance and that is why it is beneficial to all the training 
concerned professionals. The research is useful for all those who want 
to excel in this particular field and also the research work is useful to 
all the companies in framing their Training policies and strategies. The 
research is exclusive of its type where the researcher has beautifully 
explained about training need analysis. All the companies 
implementing / adopting different kinds of Training practices can be 
the census for the study. As still in India not almost all the 
organizations have vigorous training units, the researcher has covered 
selected units from India and abroad which have separate training 
institutes for themselves. The researcher has referred many journals, 
magazines books, company's web-sites and various search engines to 
find out the companies having separate sets of training programs 
access levels. The researcher has tried his level best to find out the 
selected units and has contacted 5 different units covering span of 
more than 200 people to get the data for the research problem.  
 
 DEFINITION  
  As it is an empirical study on the emerging topic – “A 
Comparative Evaluation of Training Practices of Selected Units in 
India and Abroad,” the researcher has followed scientific approach to 
design the research methodology for survey. 
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• Types of Data: For this study, the researcher has basically used 
primary data to collect data from corporate firms as well as service 
sector firms. While for analysis of certain case studies, the researcher 
has used secondary data as a source of information i.e. Articles and 
cases from various journals and magazines and other publications. 
• Sample Design: In this research, population can be considered 
as the total number of Indian as well multinational corporate firms as 
well as service sector firms implementing different types of training 
practices. So the researcher has found out selected number of units 
having separate department of training as a support function. 
Therefore, the researcher has tried to be absolute. 
   The researcher has tried to collect data from the companies 
based on Data relevance and entirety but training function being 
strategic, companies to contain extra were rigid in providing 
information on the same. The response rate was as much as 70% the 
researcher had positive responses from the following 5 companies: 
 
Tata Refractories Pvt. Ltd. 
Rourkela Steel Plant Ltd. 
D. Damas LLC, Dubai. 
State Bank of India, Rourkela. 
Cara Operations, Canada. 
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 Methods of Data Collection  
   The researcher has collected data from the given samples by way 
of questionnaire. This questionnaire contains aspects of information 
about training methods for managers and employees, implementation 
of training methods, value addition by the tool as well as limiting 
factors for the implementation of the tool. The questionnaire contains 
various types of questions, especially multiple choice questions. 
Before applying this method, the researcher has done pilot testing of 
the questionnaire with the help of few persons of HR department of 
Marwadi Shares and Finance Ltd. 
 
 Execute of the Project Work: 
   The researcher has sent questionnaire by email to few companies 
for the first time in March 2004. Further reminders have been sent to 
all of them in hard copy as well as soft copy in January 2005. Since 
the questionnaires being executives in terms of concepts, the response 
was very low initially but after contains reminders and continuous 
convention with the concerned departmental managers; the researcher 
has received responses in total clarity with proper understanding of the 
same. 
 
 Analysis of the Data: 
   After the data collection, the researcher has prepared various 
tables to summarize the information of the questionnaire. sAfter 
conceptual tabulation, the summarized data has been analyzed by the 
application of statistical formulas as per the nature of the question. For 
certain questions the researcher has used ANOVA table to find out the 
degree of freedom persisting between the samples and within the 
samples. 
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SIGNIFICANCE OF THE STUDY 
   The need for training may be better understood in the light of the 
following situations, one or several of which may simultaneously 
impact an organization and its personnel. 
• Rapid technological innovations impacting the work place have 
made it necessary for people to constantly update their knowledge and 
skills. 
• People have to work in multi-dimensional areas, which are 
usually far removed from their area of specialization. 
• Change in the style of management. 
• Due to non practical college education. 
• Lack of proper and scientific selection procedures. 
• For career advancement. 
• For higher motivation and productivity. 
• To make the job challenging and interesting. 
• For self development. 
• For employee motivation and retention. 
• To improve organizational climate. 
• Prevention of obsolescence. 
• To help the organization to fulfill its future man power needs.  
• To keep pace with the times. 
• To bridge the gap between skills requirement and skills 
availability. 
• For the survival and growth of the organization and the nation. 
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LIMITATIONS OF THE STUDY 
As the researcher has collected data from selected 5 units, it may 
not represent the entire universe and adoption of specified training 
methods by all the corporates across. 
 
The researcher has evaluated only a few parameters or its basis 
has arrived at a definite conclusion but such parameters may be 
various and now than that for further research. 
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HYPOTHESIS 
The broader hypothesis would be as under: 
i. There would be no significant differences in the various aspects of 
Training and Developmental practices in India and Abroad. 
ii. There would be no significant differences in the evaluation pattern of 
the Training Methods in the selected units of India and Abroad. 
iii. There would be no significant differences in the problems faced 
during the survey of Training Practices in the selected units of India 
and Abroad. 
iv. There would be no significant differences in the methods adopted for 
imparting Training programmer both in India and Abroad. 
v. There would be no significant differences in the Training need 
Analysis, strategies of Training and the steps in the Appraisal of 
Training Practices in India and Abroad. 
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CHAPTER - 4 
INTERPRETATION OF DATA ANALYSIS 
 
TRAINING INFRASTRUCTURE AND PRE-TRAINING 
POLICIES 
  During the past 30 years education and training have 
increasingly commanded the attention of both U.K. and Indian 
politicians, civil servants, professional bodies, journalists and many 
others who operate at national level. The increased impatience of 
employee development matters is essentially linked to four major 
concerns: 
I) The Nation’s Declining Economic Performance  
a) The balance of advantage in low-skilled labour intensive industry 
has shifted in favour of low cost labour markets making third would 
countries more effective and competitive. The competitive edge for 
high cost labour now lies increasingly in the knowledge and skills 
of the work force. 
b) In many of the growth industries there is an imbalance between the 
skills and qualifications required by employers and these available 
in the nations’ workforce. 
c) The aggregate investment in employee development made by 
employee is seen as inadequate in both quantity and quality. 
d) Investment in training for the entire workforce not just “elite” or 
management members is seen as an essential ingredient of a 
competitive operation. 
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II) Rapid Change – Technological, Social and Legal  
a) Now technology, new materials, new equipments, new 
processes, new producers all demand the acquisition of new 
knowledge and skills by the nations’ workforce, especially in the 
traditional craft fields, where sophisticated equipment typically 
replaces manual skills. New types of organizational structure 
have also evolved, requiring new styles of management – change 
has become a way of life, organizations allowing it to mould 
their cultures. 
b) New laws defining employee rights (equal opportunities) and 
employee responsibilities, combined with demographic changes 
are leading to new ways of organizing people for work. 
c) The advent of single European market while nsharpening 
competition between member states has also added new 
constraints. This has forced employers to address a new range of 
operational problems and opportunities all of which involve 
potential learning on the part of employee. 
 
III)  The “Training Contribution”  
a) The role of personnel management has changed from that of 
ensuring the welfare of employees to manage the relationships 
between employees and employers to managing human resources in 
the service of the organization’s commercial goals. This has 
increasingly been seen as serving at the same time the needs of the 
employee and the national through contributing to the prosperity of 
all. 
b) Learning achieved from early, full time education has 
increasingly been accepted as inadequately servicing vocational needs 
and also requiring periodic updates. 
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c) New technology has brought with it new aids of learning self 
study packages, incorporating compact discs, and/or video or audio 
tapes and sometimes making use of computers, allow learning to 
happen outside the traditional classroom. Satellite TV premises to 
develop self-study methods even further. 
Summing up all these statements, all the countries and especially 
U.K, U.S.A. and India are increasingly viewing education and training 
as potentially able to make a contribution to solving economic 
problem that are they growing more difficult to manage. This is the 
key reason why there has been a marked increase in government led 
and other initiatives which promote employee development in many 
forms. These initiatives include the emergence of a national system of 
vocational qualifications (NVQS) overseen by a National council for 
vocational qualifications (NCVQ) over 100 occupational standard 
setting “Lead Bodies” over 100 industry training organization's. (ITOs 
– Many of whom are also the lead bodies for their industries), a 
nationwide network of Training and enterprise councils (TECs) and 
Local Enterprise Councils (LECs), plus government programme of 
Youth Training (YT). National Training awards are now made 
annually keeping in mind the road ahead to the challenges to be faced 
by Training and Development Departments, formal training policies 
and plans are chalked out by each and every organization. 
 In this chapter plan, we are going to consider the relationship 
between organizational training needs and the training policies. We 
shall be the examining how these two factors determine the content of 
a training plan and some of the typical resources that can be used to 
implement the plan. We shall also highlight some of the issue that can 
arise and the kinds of decision that may have to be made in allocating 
the budget. 
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 Most of the early training boards required a training policy as 
one of the conditions of awarding grants, but since their demise 
organizations are under no formal or statutory obligation to draw up 
such a statement, other than for training in health and safety, A 
perquisite of reaching the national standard for effective “Investors in 
People” is a written Plan setting out business goals and targets as well 
as a consideration of how employees will contribute to achieving the 
plan and how development needs will be assessed and management. 
This might be considered to imply a policy, although that term is lever 
actually mentioned and in any case there is no legal requirement to 
become an “Investor in people” why then should organizations have a 
policy? And how formal should it be? 
 
TRAINING POLICY AND POLICY DEVELOPMENT 
 The word policy is a Greek word having its root in polis which 
means “City” – a term that in classical period conveyed nations of 
system, order and enforcement of laws. In a work context, a policy can 
be thought of as an expression of intention which gives general 
guidance for the conduct of affairs. Thus an organization's Policy for 
Training and Development establishes the broad finance work for its 
Training and Developments plans. A training plan expresses the 
organization's priority, training interventions and the strategies to be 
followed during a given period of time. An organizations philosophy 
towards the Training and Development of employees is reflected in its 
policy. This policy governs the priorities, standards and scope of its 
training activities. All organization have a Training and Development 
policy; it may be explicit on implicit. Some policies are the outcome 
of the planned human resource management approach; others are 
reactive responses to requests and problems. Some are written, others 
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are not, some are regarded as being semi-confidential, others are 
promulgated to all staff some, where there is no organizational support 
for training, are negative, some apply only to contain job categories, 
others concern all employees, some are enforced, others honored more 
in the breach than the observance organizations develop training 
policies for 4 reasons.  
 To define the relationship between the organizations objectives 
and its commitment to the training function. 
 To provide operational guidelines for management for example, 
to state management responsibilities for planning and implementing 
training and in particular, to ensure that training resources are 
allocated to priority and statutory requirements. 
 To provide information for employees Ex. To stress the 
performance standards expected, to indicate the organization 
commitment to training and develop; and to inform employees of 
opportunities for training and develop. (Including willingness to grant 
time off/and off payment of fees for external courses.) 
 To enhance public relations Ex : to help attract high caliber 
recruits, to reassure clients and the public at large about the quality of 
products or services or to project an image as a carrying and 
progressive employer by taking part in government sponsored training 
programme. 
   These purpose overlap and are expressed in policy statements, in 
the organization plans for training and in the rules and procedures that 
govern training access and implementation. A corporate policy 
statement that aims to influence the outside world tends to be couched 
in such broads terms as “We offer training as a part of our equal 
opportunities programme”. Corporate policy that regularities internal 
action may be published as a free standing policy document or 
 253 
included in the organization training plan. Both typically include 
general statements of intent which set the corporate frame of reference 
for Training and Development activities. Training policy at 
department level shapes the line manager’s action plan by specifying 
what training will be provided for which staff, when it will take place 
and who will be responsible for ensuring its implementation. It is at 
this level that policy can play the important role of helping to ensure 
equality of opportunity between employees working in different parts 
of the organization. Ex : published policy such as “Junior office staff 
should be encouraged to attend appropriate day-release further 
education courses or all employees within 2 years of retirement are 
entitled to attend pre-retirement courses” will limit the discretion that 
a manager might otherwise apply unfairly. 
 Organizations have very varied approaches to training. Some 
have policies designed to gain the maximum benefit from training, in 
contrast, many others have no planned training and do not accept 
significant responsibility for training. The majority lie somewhere 
between these two extremes, with policies that permit training that is 
variable in quality, limited in scope and to a greater or lesser extent 
locking in direction. In these circumstances priorities are determined 
on an ad hoc or reactive, rather than a planned basis. 
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POLICY DEVELOPMENT  
   An organization's policy for Training and Development is 
influenced by a number of variables as: 
 Aims and strategic objectives of the organizations 
 Size, traditions and prevailing culture 
 Products or Services 
 Economic and social objectives 
 Obligations to provide professional updating training 
 Top management views on the value of training 
 Availability of information about organization training needs. 
 The labour market and alternative means of acquiring skilled and  
qualified staff. 
 Past and current training policies and practices 
 Training experience of its managers 
 Calibre of its specialist training staff. 
 Resources that can be allocated to training 
 Expectations of employees and their representatives 
   Training policy is rather determined by prevailing interest than 
principle, and as such tends to be impermanent and susceptible to 
change. This applies whether or not an organization has adopted 
planned training. When an organization has adopted planned training, 
top management decide what contribution they want the training 
function to make in the achievement of the organization objectives. 
Their decision provides the framework within which training policy 
and plans are determined. 
 In organization where planned training has not been adopted, 
policy for training results from the unsystematic growth of decisions, 
rules and procedures introduced to deal with particular problems. 
These decisions are typically made on a piecemeal basis and with the 
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passage of time, may be accepted as precedents and become “policy”. 
Ad hoc policy development of this kind can give use to inappropriate 
emphasis and inconsistencies in application in different parts of the 
same organization, particularly if changes in demand for skill and 
professional competences occur over short periods of time. A regular 
review of an organization training policy is essential to assess the 
relevance of existing priorities, rules and procedures in relation to 
current organization objectives. 
 Other reasons can prompt an organization to review its policy 
for Training and Development. These include: National Developments, 
Eg. -NVQs, the availability of new methods of delivering training and 
unexpected demand for training caused for ex – by restructuring to a 
flatter organization, the need for retraining on retrenchment of training 
stemming from fluctuations in trading. 
 It is clearly essential for an organization to frame its policy to 
take account of potential problems and appropriates. Radical changes 
in organization policy and objectives are more likely to secure wide 
support and to cause minimal anxiety when an ‘open’ consultative 
approach is used. It has been stressed that any policy regarding 
training should be in harmony with the company’s personnel policies 
on recruitment, salaries, promotion and security of employment. This 
requirement is equally imperative today for ex: a policy of promotion 
from within needs to be complemented by an appropriate training 
policy to prepare employees to climb the career ladder. Top 
management is responsible for deciding training policy, although the 
effectiveness of their decisions is likely to be increased if they have 
been based on consultation at all levels.  
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This company’s training policy refers to all employees and aims 
to: 
• Provide induction training for all new staff and for those 
transferred to new departments. 
• Provide day release facilities at the discretion of the appropriate 
department manager in consultation with the company training 
officer. 
• Ensure that appropriate training is available to enable 
individuals reach and through updating training, maintain 
satisfactory performance in their jobs. 
• Provide training required by those selected for promotion so that 
they are appropriately prepared for their new responsibilities. 
• Provide information, instruction and training to ensure the 
development of employees. 
 
   A new approach to strategic training interventions was 
developed in the early 1990’s by many authors of effective Training 
and Development. Recognizing the weaknesses of management in 
handling job functions and responsibilities gave birth to traditional as 
well as modern Training Practices that provides impetus to the 
employees so as to excel in their managerial effectiveness and reap 
their potential. 
 The training practices that are being followed in India corporates 
as well as in multinational are measurement based management 
approach which not only consider feedback information from the 
organizations internal processes, but from various business outcomes 
as well to achieve continuous improvements in all aspects that drive 
the organizations’ overall value. Using performance data from internal 
processes, human resource department etc. allows the company to 
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acquire and balanced assessment of its training needs and weaknesses 
and develops appropriate training strategy to come out with an 
improved and more balanced set of performance results. 
 The various types of training programs at various cadres 
provides executives with a comprehensive framework that translates a 
company’s vision and strategy into a whereat set of performance 
measures many companies have adopted well defined sets of mission 
and vision statements to communicate fundamental values and beliefs 
to all the employees. A good Training Policy Intervention translates 
company’s mission and vision into objectives and measures, organized 
into different perspectives – Economic, Internal Business Process, 
Customer centric and Learning and Growth. By articulating the 
outcomes, the organization desires and the drivers of those outcomes, 
senior executives hope to channel the energies, the abilities and the 
specific knowledge of people throughout the organization towards 
achieving the long term goals. 
 Many people think of measuring the impact of training and are 
of the views that such training programs be devised that acts as a tool 
to control behavior and evaluate the performance too. The measures on 
a particular training method should be used in a different way to 
articulate the strategies of business, to communicate the strategy of the 
organization and to help align individual, organizational and cross 
departmental initiatives to achieve organizational goals. The different 
methods of training do not strive to keep individuals and 
organizational units in compliance with a pre-established policy but 
allows then to adjust with the every changing needs of training. The 
different sets of training programs are implemented as a source of 
informing and learning system and not a controlling system. 
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 Equally important is the awareness of all company personnel of 
what the corporate goals are and how each employee can contribute 
his or her own share towards the achievement of these goals. 
Systematic training practices in an organization work because people 
are motivated if they know that they are being measured and they 
know how they are being measured. 
 Synchronized training programs depend on prepares definition 
of company’s metrics. Showing the wrong metrics will not produce 
desired results, no matter how diligently the training programs are 
being articulated. 
 
Effective Training Practices will: 
• Reflect the true present states of the company from many 
different perspectives. 
• Provide constructive feedbacks about the quality of employees 
trained, leading to continuous improvement. 
• Show trends in employee performance over time and facilitating 
adjustments to changes. 
• Quantify things, making analysis about training effectiveness 
and offering better programs. 
   Once training practices are set, defined and implemented, 
follow-through becomes imperative. Having the training practices set 
and programs being delivered, the outcomes whatever positive a 
negative must be analyzed diligently to identify the causes. Causes 
that produce positive changes must be sustained, if not enhanced. The 
training practices set within the organization should be viewed from 
different perspectives: 
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Learning and Growth Perspective 
Business process Perspective 
Customer’s (both internal and external) 
Performance Evaluation Perspective 
 
but the researcher has highlighted his key findings on the Learning and 
Growth Perspective as the rest of the perspectives are beyond the 
scope of the researchers study. 
   
   The researcher has received information by using primary data. 
The researcher has prepared questionnaires demanding various 
information on various types of training practices implementation and 
its effect or performance evaluation. It also contains basic information 
about the implementations of the training practices by the sample 
units. 
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ANALYSIS OF DATA ABOUT METHODS OF 
IDENTIFYING TRAINING NEEDS 
   It is not possible to manage what you can not control and you 
can not control what you can not identify. 
 Identifying the training needs is the fundamentals of conducting 
training programs. There are various methods of identifying training 
needs and it’s important because it helps in identifying current 
performance gaps between current and desired performance and 
provides indication of progress towards closing the gaps. The basic 
purpose of any measurement system is to provide feedback relative to 
goals that increases the chances of achieving these goals effectively 
and efficiently. Measurement gains true value when used as the basis 
for timely decisions regarding identifying training needs. 
 The purpose of identifying training needs and the various 
methods through which trainings can be delivered is now to know how 
the organization can fair well but to enable it to perform better. The 
ultimate aim is to improve the performance of the organization. As a 
process, it is not concerned with collecting data associated with 
predefined performance goals or standards. Training interventions are 
better thought of as or overall management system involving 
preventions detection aimed at achieving conformance of the work 
product or service to organizational requirements.  
The researcher has given a question about the various methods 
of evaluation of training practices implemented and control techniques 
used by the respondents and asked them to give rank the options used 
by them as per their own priority. The following are the various 
methods of evaluating training programs: 
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(A) Immediate Evaluation Methods: 
• free and frank opinion 
• about course contents 
• about reading materials 
• about mannerisms / presentations 
(B) Evaluation by Modifications: 
• Modifying the contents of the programme 
• Changing the demotion of the programme 
• Changing the faculty of the programme 
• Changing the time and schedule 
• Feedback of the participants 
 
   On the basis of the different questions that the researcher has 
prepared as source of data collection, here are the opinions of the 
respondents as per their organization’s priority and use. The general 
overview of each firm is as under: 
 
(A) Tata Refractories Pvt. Ltd. (ORISSA) 
   The organization has given top mark to immediate evaluation 
methods as it helps them understand the needs of the participants that 
shall help them to put in best of their efforts and align themselves to 
the goals of the organizations. The technique of evaluation by 
modifications has been ranked 2nd in the priority list of the firm. On 
the other hand, the firm has given less priority to traditional 
techniques of evaluation which shows that company relies more on 
new tools of evaluation techniques. 
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(B) Rourkela Steel Plant (ORISSA): 
   This firm too release to an extent on the immediate evaluation 
methods because being a manufacturing unit, has to stick to such 
feedback and evaluation methods that give best of results without 
involving overhead costs. On the other hand the techniques by 
modifications have been given least priority. The firm gives more 
importance to modern techniques. 
 
(C) State Bank of India (Orissa): 
   The important evaluation method of training programme for 
service based industry is evaluation by modifications. They are high 
on ratings because every batch size has its own varied expectations 
from a particular program. Every batch with different opinions have 
their own sets of goals and hence such organization really more on 
modifying the contents, faculty etc that suits the participate interests. 
While the immediate evaluation methods all at the lowest stage and 
used less by the organization. This shows that the firm gives priority 
to scientific technique of performance measurement. 
 
(D) Damas LLC; (Dubai): 
   The firm has given maximum importance to evaluation methods, 
the reason being their field walks the talks of high architects and 
design where evaluation must be or immediate and regular intervals. 
Sometimes the firm has to consider the options and suggestions of 
high valued customers and where they have to follow contain methods 
of evaluations which are based on modifications theory. Hence, this 
shows use of perfect blend of modern and traditional techniques of 
performance measurement. 
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(E) Cara Operations; (Canada): 
   The unit follows the same patterns of evaluation techniques as 
used by Damas, LLC evaluation by modification techniques are on the 
top of the priority list, while immediate evaluation techniques have 
been ranked average by the respondent. 
 The general overview shows the use and importance of various 
methods of evaluation techniques. The general picture shows that the 
organizations all Now giving more importance to modern techniques 
of evaluating the effectiveness of training programs. An analysis of 
the general overview shows that evaluation by modifications is 
preferred to immediate evaluation techniques. But it does not mean 
that immediate evaluation techniques are not useful. As in many 
organizations, they are using mixture of modern and traditional 
techniques. 
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ANALYSIS OF DATA ABOUT THEORY OF 
IMPLEMENTATION OF TRAINING PROGRAMS 
 
   Under this head, the researcher has asked various questions 
regarding the implementation of training programs on which the 
respondents have given their own views. Each firm has its own 
specific objective for the implementation of training programme. 
 
 The various questions asked under this head can be categorized 
into: 
• Information about facilities for sitting arrangements. 
• Impact of well-furnished, lighted and ventilated training rooms 
• Various training schemes 
• Evaluation methods of training programs 
• Utility of training programme 
 
  The researcher has collected information about these various 
questions through a standard questionnaire which shows the 
importance and frequency of various objectives of implementation of 
training programs. 
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INFORMATION ABOUT FACILITIES OF SITTING 
ARRANGEMENTS 
  Sitting arrangements for training in any organizations has a 
valuable impact on the way the contents are being grasped by the 
participants. Every organizations has a systematic way of sitting 
arrangement and it in the some lines the researcher has framed a 
question to analyze the substance of it. The researcher has given 4 
options of sitting facilities provided by the sample units. 
Tata Refractories: Follows round table type of sitting arrangement as 
they perceive that each and every candidate can face the faculty and 
can have a view of what is being presented at the extreme front. 
State Bank of India: Replicates the round table way of sitting 
arrangement as the batch size at managerial cadre not being too large. 
Their training programs being highly activity based and interactive, 
such arrangement benefits the most of them. 
Damas LLC: This firm has its own belief of having rectangular way 
of arrangement to recruit their own opinion. They are of the view that 
most of their sessions being highly of downloading type and the batch 
size being large, this arrangement helps accommodate a large batch 
size with greater efficiency 
Cara Operations:  The organization being unique in its kind follows 
oval type of sitting arrangement. Their training sessions are highly 
interactive and activity based they find this type of sitting arrangement 
to be highly productive. 
   It can be summarized that most of the organization follows 
round table way of sitting arrangements. Even in the corporates this 
way of sitting arrangement has been widely replicated and has proved 
highly productive. 
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ANALYSIS OF DATA ABOUT THE IMPACT OF WELL 
FURNISHED LIGHTED AND VENTILATED TRAINING 
ROOMS 
  In this question, the researcher has given the respondents of all 
the sample units 2 options in the form of either yes /no. To be specific, 
the researcher has asked a direct question as to whether the training 
rooms are adequately furnished, lighted and ventilated. 
 
 The sample units are adequately furnished, lighted and ventilated.  
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ANALYSIS OF DATA FOR OBJECTIVES OF 
PERFORMANCE MEASUREMENT 
In this regards the researcher has given various objectives of 
performance measurement and control system on which the 
respondents have given their views. Each firm has its own specific 
objectives for their performance measurement and control system. 
The various views of the respondents have been enumerated 
below and been discussed in details to understand the implication of it 
on the organizational excellence:  
 
1. Measurement of Business Operations: 
  Actual measurement of business operations and its effect on 
overall business is the pioneer reason for measurement. As per the 
analysis most of the respondents have favoured and strongly believe 
that they establish measurement system basically to measure business 
operations. The overall rating is high and so, the researcher can 
conclude that more than average units believe it as an important 
objective. 
 
2.  Watch on short term actions: 
  To achieve long term goals against capabilities, short term 
operations and performances must be controlled properly. Out of the 
given, 4 units believe that it is as an important objective of 
performance measurement, while 1 unit simply agrees with the 
statement. So, the researcher can describe this objective as an 
important objective as score of agreement is above neutral scale. 
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3. Corrective actions for short term Operations: 
  Measurement of short term operations is done to take corrective 
actions. Here as per the given table the result of the given statement is 
positive as 4 respondents strongly agree with this objective. As the 
score of agreement is near to agreement score, corrective actions for 
short term action are essential objectives for measurement system. 
 
4.  Continuous feed-back and Learning: 
  Corrective actions results in continuous feed back which creates 
learning in the organization. So, learning can be considered as an 
important objective of performance measurement system. The given 
table revels that 90% of respondents strongly believe feed back and 
learning as the most important reason for evaluation. So, the score of 
agreement is in the agreement scale. Thus, this can be considered as 
the most important missions of measurement system. 
 
5. Improvement of employee performance and productivity: 
Every training room is the index of organizations culture for 
improvement of overall business performance, employee’s 
performance is root. All employees in order to perform have to attend 
certain structured training programs. So the researcher can consider 
that such facilities impact employee performance and productivity 
   
6. Maximize strength and excel opportunities: 
  Performance measurement and control system can maximize 
their strength and excel opportunities. As per the given analysis the 
total score is not that impacting, so the researcher can conclude that 
the selected units do not believe maximization of strength as a basic 
objective for performance measurement. 
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7. Attachment of performance with incentives: 
  Measurement of performance is also important reason for 
measurement as incentive strategy is closely attached to performance 
scoring. As per given analysis the scoring for this objective is high on 
impact and hence as per the researcher attachment of performance 
with performance with incentive and thereby to motivate employees 
can be one of the most important objective. 
 
8.  Satisfy different stakeholders: 
  Performance measurement is also considered as an important 
factor to satisfy various stakeholders namely customer, investor, 
suppliers, government etc. As per the response the researcher can 
suggest that satisfaction of stakeholders can be less important 
objective, as the score of agreement is very near to disagree scale. 
 
9.  Control on operation, profit and growth: 
  Control on profit and growth can be achieved by control on 
operation and performance so it can be proved as an important reason 
for performance measurement and control. So, as per the researcher 
this objective has an average importance, as this is an indirect motive 
of performance measurement. 
 
10. Balance of opportunities and management attention: 
  Performance measurement can keep pace of management 
attention with opportunities given by the market. The above table 
presents the information about various objectives of performance 
measurement and control system. The respondents have given their 
view on objectives which they consider the measurement of 
performance. 
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TABLE 15 : OBJECTIVES OF PERFORMANCE 
MEASUREMENT IN AN ORDER OF THEIR IMPORTANCE. 
 
Ranks Objectives 
1. Continuous feed-back and learning 
2 Improvement of employee performance 
and productivity 
3 Attachment of performance with 
incentives 
4 Corrective actions for short term 
operations 
5 Measurement of productivity. 
6 Watch on short term actions 
7 Control on operation, profit and growth 
8 Maximize strength and excel 
opportunities 
9 Satisfy different stakeholders 
10 Balance of opportunities and 
management attention 
 
  On the other hand, the respondents disagree to consider 
maximization of strength, satisfaction to stakeholders and balancing of 
opportunities management attention as important objectives of 
performance measurement. Thus it can be concluded that feed back 
learning, improvement of employee performance and incentive 
strategy are mostly the basic reason behind performance measurement 
and control system. 
 
 271 
 DATA ANALYSIS FOR MOTIVES OF TRAINING 
POLICIES 
    The concept and logic of Training Methods and Policies is not 
new, what is new is its easy to understand, design and more formalized 
process of performances management and linking strategy with 
performance measures and outcomes. However there are many 
companies who have started to understand the motive behind this and 
have implemented those strategies at all levels of organizations. The 
researcher has framed a question which answers that with which 
objectives the sample units have adopted this. 
 
The outcomes that the researcher has tried to bring forward are: 
 
1) Evaluation of performance, feedback and learning 
  Training Evaluation Processes primarily aims to evaluate 
performance of the individual and the organization, which leads to 
feed back and learning for the future course of actions. Most 
respondents strongly agree with the given statement. So, the 
evaluation of performances and thereby feedback and learning can be 
considered as a strong motivating factor for its implementation. 
 
2) Link financial and non-financial performance measures 
  Unlike traditional measurement system, the major Training 
Instruments links financial measures like profit, ROI, etc with non-
financial indicators like Employee development, customer satisfaction, 
organization growth etc. As the companies agree on this parameter, it 
can be concluded that linking financial and non-financial performance 
measures is also an important motive to establish this system. 
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3) Translate strategy into action 
  Corporate firms implement certain Training Policies to translate 
strategy into operational terms, and this can be another primary aim. 
For this motive the organizations have a very high hopes and 
aspirations and thus, it can be said that respondents believe the 
translation of strategy into action as a powerful motive. 
 
4) Communicate and clarify strategy at all levels 
  After translation of strategy in operational terms, the managers 
communicate strategy to all the managers at all levels. As per the 
given table the total score for this motive is average. So, the 
researcher can conclude that communication of strategy at all levels is 
an above average motive to implement it in the organizations. 
 
5) Balancing leading and lagging indicators 
  The Training Strategies balance both leading and lagging 
indicator to manage the system of the performance management. As 
the score of agreement is near to the neutral scale, it can be concluded 
that the respondent believe that this is an average motive. 
 
6) Link performance with the incentives 
  The Training Evaluation system examines the impact of non 
financial measures on the financial measure and overall firm’s 
performance. As this score is coming very near to the agreement scale, 
it can be considered as an important motive for the use and 
implementation of it in the organization. 
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8) Facilitate benchmarking strategies 
  The Training Methods also facilitate benchmarking strategies, 
which can be one of the motives. This motive has scored low on 
ranking. So, the researcher can conclude that respondents disagree 
with the given motive. So facilitating benchmarking strategies is 
considered as less important motive. 
 The given table highlights the information about the various 
motives. Corporate firms implement this with various motives, 
depending upon their needs and requirements. As per the response of 
the respondents the following is the list of motives as per the priority 
of the units. As per the given table, feed back-learning carries the 
maximum weightage and ranks first and hence is considered as the 
most motivating factor for the implementation of the Training 
Strategies in the Corporate Firms. 
TABLE 16 : MOTIVES OF TRAINING POLICIES IN 
ASCENDING ORDER AS PER PRIORITY GIVEN BY THE 
RESPONDENTS 
Sr. No. Statements 
1 Evaluation of performance, feed back and learning 
2 Translate strategy into action 
3 Investigate impact of non-financial performance measures 
4 Link financial and non financial performance measures 
5 Communicate and Clarify strategy at all levels 
6 Balancing leading and lagging indicators 
7 Link performance with the incentives 
8 Facilitate benchmarking strategies 
 
 274 
So, the researcher can conclude that units basically use the 
Training Strategies and Policies for performance evaluation, feed back 
and strategy translation into operational terms. 
LEARNING AND GROWTH PERSPECTIVE 
  This perspective includes employee training and corporate 
cultural attitudes related to both individual and corporate self 
improvement. In knowledge – worker organization, people – the only 
repository of knowledge – are the main resource. In the current 
climate of rapid technological change, it is becoming necessary for 
knowledge workers to be in a continuous learning mode. Government 
agencies often find themselves unable to hire new technical workers, 
and at the same time there is a decline in training of existing 
employees. This is a leading indicator of ‘brain drain’ that must be 
reversed. Metrics can be put into place to guide managers in focusing 
training funds where they can help the most. In any case, learning and 
growth constitute the essential foundation for success of any 
knowledge worker organization. 
 It has been emphasized that ‘learning’ is more than ‘training’; it 
also includes things like mentors and tutors within the organization, as 
well as that ease of communication among workers that allows them to 
readily get help on a problem when it is needed. It also includes 
technological tools called as “high performance work systems”. 
 Ultimately the ability to meet ambitious targets for the customer 
and internal business process objectives depends on the organizational 
capabilities for learning and growth. The enablers for learning and 
growth come primarily from three sources; employees, systems and 
organizational alignment. Strategies for superior performance will 
generally require significant investments in people, systems and 
processes that build organizational capabilities. Consequently, 
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objectives and measures for these enables of superior performance in 
the future should be an integral part of any Organization’s 
Development. A core group of three employee based measures 
satisfaction, productivity and retention provide outcome measure from 
investment in employees, system and organizational alignment. 
 The ‘learning and growth’ perspective pertains to the 
development of the human resources of the company, and includes the 
following: 1) personnel training and improvement; 2) cultivation of 
corporate culture; 3) organizational development, including the 
nurturing of corporate experts, gurus, and mentors; 4) setting up of 
fast and efficient knowledge transfer infrastructure; and 5) opening up 
of communication lines among personnel. This perspective supports 
the concept that people are company’s main resource and most 
valuable asset, so metrics defined for this perspective must measure 
various aspects of employee improvement, growth and satisfaction. 
 
 This perspective is concerned with issues such as: 
• Can we continue to improve and create value? 
• In which areas must the organization improve? 
• How can the company continue to improve and create value in 
the future? 
• What should it be doing to make this happen? 
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DATA ANALYSIS FOR PROBLEMS IN THE 
IMPLEMENTATION OF THE TRAINING METHODS 
  The follow ups of Training Programmes require a change 
management, which is a very lengthy process. So, due to this reason 
business units while implementing certain methods like Role Plays and 
Simulation, face so many difficulties. Performance measurement under 
the Training Interventions system is quite different from traditional 
measurement system which only considers financial indicators. So 
implementation of certain Strategies also requires change in 
company’s traditions and terms. On the other hand, following varied 
Training Practices is comparatively a new tool for Indian business 
environment. As the tool is using both financial and non financial 
measurements, it is very complex to understand the system and to put 
into practice at full fledge level. 
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TABLE 17 : PROBLEMS IN THE IMPLEMENTATION OF 
TRAINING METHODS. 
Sr. No. Problems Remarks of 
respondents 
1 Establishment of cause effect 
relationship among different 
perspective 
Yes 
2 Assigning weightage to 
different perspectives 
Yes 
3 Difficulty in assigning 
weightage to measures 
Yes 
4 Difficulty in quantifying 
measures 
Yes 
5 Resistance in employees Yes 
6 Less response from middle 
level managers 
Yes 
7 Lack of support from top 
management 
Yes 
8 Lack of clarity in perspectives 
and measures 
Yes 
9 Lack of resources, time and 
finance 
Yes 
10 Less experts and consultants No 
 
 The above table shows various problems in the implementation 
of Training Methods faced by the respondents. The major problem 
faced by the business units is assignment of weightage to different 
perspectives. Most of respondents have encountered this problem. 
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Further apart from certain basic perspectives, experts have developed 
few more perspective, which the firm can use as per their own 
requirement. Corporate units found difficult to decide weightage of 
each perspective as per its impact on overall unit. 
 2 units out of 5 have problems of establishing cause and effect 
relationship among various perspectives, quantifying measures and 
clarity in perspectives and measures. It means 40% of the units can not 
easily create strategy map based on cause effect relationship among 
different perspectives. The above presentation has analyzed the 
problems faced by the business units, which highlights that business 
units found basic problem of creating whole structure of different 
perspective, its objectives and measure, as all the things are 
interrelated. On the other hand these units also have a problem of 
clarity between perspectives and measures. They felt it complex to 
establish measures for each perspective which clearly define 
objectives. 
 Most of the units have problems of assigning weightage to 
measures. As a number of measures are used to quantify financial and 
non financial measures, it is very critical how much priority is given 
to each measure. Problem of resistance in employees, lack of resources 
and lack of experts have been felt by the sampled units. As employees 
have been given targets and continuous scoring as done regularly, 
employees felt a sense of resistance in application of instruments 
taken through during programmes. On the other hand, application of 
the certain Practices required more resources and expert consultancy. 
Still in India consultancy in the Training field is less. 
 Only 2 sampled units faced the problem of support of top 
management and middle level management, in terms of initiatives for 
the implementation of the Training Strategies and Methods. 
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DATA ANALYSIS FOR THE IMPACT OF THE 
IMPLEMENTATION OF TRAINING METHODS ON 
EMPLOYEES  
 The Training Interventions devised expands the set of business 
unit objectives beyond summary financial measures. Corporate 
executives can now measure how their business units create value for 
current and future customer and how they must enhance internal 
capabilities and the investment in people, systems and procedures 
necessary to improve future performance. Thus the Strategies and 
Policies create significant impact on performance measurement and 
evaluation system as well as on the people at large. On the other hand 
implementation of such methods requires change in executives as well 
as employees, and it reengineers targets, objectives, feedback and 
reporting system. Many a time these all factors may create negative 
impact on the organization and its people. The researcher had given a 
question with 10 statements showing impact of such methods on 
performance evaluation system and people of the units to check the 
effect of such Practices both positive and negative. The views of the 
respondents are: 
 
1. Tool of motivation for employees to achieve their targets  
 The application of Training Practices followed by the 
organizations set individual targets, and with continuous feedback and 
scoring, their performance has been measured. On the other hand this 
scoring is also attached to increment and promotion system. So, it can 
be considered as a tool of motivation for employees. It can be said that 
the sampled units partially agree that Training Methods create impact 
on employee motivation. 
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2. Pressure for employees to achieve targets 
 As continuous Skills Development enables the executives to set 
individual target and continuous application of it, it may result in 
continuous pressure to the employees to achieve given targets and to 
achieve increments. So the researcher can conclude that sampled units 
disagree to believe that the strategies use create pressure for their 
employees. 
 
3. Irritate employees by continuous scoring and maximizing     
unnecessary paper work 
 The statement says that use of the Training Strategies irritate 
employees as well as maximize unnecessary paper work due to 
continuous applicability. Thus, the researcher can end that sampled 
units don’t feel that implementation of certain Practices irritate its 
employees and maximize paper work by continuous scoring. 
 
4. Link of Skills acquired with increments 
 It is also believed that skills acquired by the employee is linked 
to employee compensation, it will lead to in turn maximize overall 
performance. It can be concluded that selected units believe that 
adequately trained staff will create internal healthy competition among 
employees. 
 
5. Scientific performance evaluation 
  Performance evaluation and management system depends on 
how well the employee has been upgraded during his tenure in the 
organization. The researcher can say that sampled units believe that 
with the use of skills development programme, they can create 
scientific performance evaluation system. 
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6. Employees can be a part of strategy implementation 
  While framing targets for an individual the employees are 
involved in decision making, and by that way employees can be a part 
of strategy implementation. It can be considered that sampled units 
believe that Training Strategies are not that much helpful to involve 
employees in strategy implementation system. 
 
7. Support of employees 
  It is also believed that due to the implementation of the Policies, 
support of employees can be achieved. But the survey reveals that 
there is severe disagreement on the matter and hence the researcher 
can conclude that sampled units don’t consider support of employees 
is received due to its implementation. 
 
8. Internal competition among the employees 
  The statement says that the use of Training Methods as 
motivational tool creates internal competition among the employees. It 
can be said that sampled units believe that such implementation create 
internal competition among the employees as scoring is attached to 
compensation plan of the employees. 
 
9. Supportive tool 
  Here the statement says that the different policies and strategies 
are only a supportive tool, which alone can’t work. It is useful along 
with other performance evaluation tools. The researcher can come to 
an end that sampled units are neutral toward this statement. 
 
10. Tedious regular reporting 
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  It is also said that due to methods implementation, the regular 
reporting has become so tedious. It can be said that sampled units 
disagree towards the statement. They don’t believe reporting and 
scoring as tedious job. 
 
 The following table shows the impact of following Training 
Policies on employees and evaluation system with both positive and 
negative. But by analyzing the given table it can be clearly concluded 
that impact of such methods is positive on the sampled units. Most of 
the remarks have the statement showing positive effect of the Training 
Evaluation Methods including, scientific evaluation, it’s linked with 
increment, motivation to employees, internal competition and 
performance of employees etc. On the other hand, the sampled units 
do not agree to consider Training Strategies as a tedious job which 
irritates the employees. 
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CONCLUSION 
  There are several benefits of having varied ways of Training 
Methods implemented in the corporates. But the most fundamental 
reason for its use is the shift in the source of value. In the old 
economy, companies added value primarily by investing in tangible 
assets; plants, machinery, sales offices and technology. Robert Kaplan 
estimates that till 20 years ago, nearly two-thirds of the market value 
of a company came from tangible assets it owned. Today, an analysis 
of the 500 companies in the US shows that 85% comes from intangible 
assets. If value – whether seen from the point of view of customer or 
the markets – has shifted to intangibles, companies need to understand 
the underlying factors that deliver better customer and shareholder 
value. 
 Indian business units are now, looking at the strategy from 
dimensional perspectives. Companies are becoming more focused and 
strategy driven. One of the tools for this development is the Training 
Methods and policies devised for the development of the employees. 
The companies are successfully using the diversified perceptions of 
the Training Methods. It has stressed the Key performance indicators 
used by the sampled units. This chapter also contained the data on 
benefits of implementing the Training methods enjoyed by the 
sampled units; problems faced by the units by implementing those 
methods on pilot run basis and impact of those methods on 
performance evaluation system and on employees. It can be concluded 
that though few barriers are there, which are faced by the users, the 
sampled units are excelling the benefits and positive impact of 
Training Strategies on performance evaluation system. 
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CHAPTER-5 
“A COMPARATIVE EVALUATION OF 
TRAINING PRACTICES OF SELECTED UNITS 
IN INDIA AND ABROAD” 
 
1) Tata Refractories Pvt. Ltd. – Orissa 
2) Rourkela Steel Plant; Orissa 
3) State Bank of India; Orissa 
4) Cara Operations Ltd; Toronto 
5) Damas LLC; Dubai 
 
Table 5.1 : List of the Organizations and Related Information 
Sr. 
No. 
Name of the 
Organization 
Year of  
Establishment 
Types of 
Businesses 
Number of 
Departments 
1 Tata 
Refractories 
Pvt. Ltd. 
1958 1) Manufacturing 
of Refractories 
2) Manufacturing 
of Variety 
1) Production 
2) Finance 
3) Human Resource 
Development 
4) Purchase 
5) Sales 
6) Marketing 
7) Training 
8) Monolithics 
2 State Bank 
of India; 
Rourkela; 
Orissa 
1987 1) Imparting 
training to 
probationary 
officers 
2) Training 
1) Training and 
Development 
Department 
2) Programme and 
Policy 
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programmes for 
clerical grade 
staff 
3) Training 
programmes for 
messengers and 
others 
Implementation 
Dept. 
3) Recreation Dept. 
3 Rourkela 
Steel Plant; 
Orissa 
1959 1) Manufacturing 
of Crude Steel 
2) Produces Iron-
Ore and 
Dolomite 
3) Mill plates and 
coils 
4) Electric 
resistance weld 
pipes 
5) Electrolytic steel 
plates 
6) Stainless steel 
and Ferro alloys 
7) Manufacturing 
of carbon steel 
and silicon steel 
sheets 
1) Production 
2) Finance 
3) Human Resource 
Development 
4) Purchases 
5) Sales 
6) Marketing and 
Distribution 
7) HR and Research 
8) Training and 
Development 
9) Environment and 
Pollution Control 
10) Grievances Dept. 
4 Cara 
Operation 
Ltd.; 
Toronto; 
Canada 
1985 1) Swiss Chalet 
2) Harvey’s Second 
Cup. 
3) Kelsey’s 
Neighbourhood 
Bar and Grill 
1) Accounts 
2) Advertisement 
Campaign 
3) Air-Terminal 
Operations 
4) Corporate 
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4) Montana’s Cook 
House 
5) Milestone’s 
Grill and Bar 
6) Cara Air 
Terminal 
Restaurant 
Division 
7) Cara Airport 
Services 
8) Summit Food 
Services 
Distributors Inc. 
Solution 
5) Customer Service 
6) Food and Stock 
Dept. 
7) Human Resources 
8) Marketing 
9) Payroll and 
Compensation 
10) Production 
11) Transport and 
Logistics 
12) Web 
Development 
5 Damas LLC; 
Dubai 
United Arab 
Emirates 
1907 1) Gold Wholesale 
2) Diamond 
Wholesale 
3) Pearl Wholesale 
4) Watch Division 
5) Retail Division 
6) Workshop 
7) Precious Stones 
1) Marketing and 
Distribution 
2) Sales 
3) Purchases 
4) Accounts 
5) Audit and Tax 
Dept. 
6) Systems 
Implementation 
7) Documentation 
and Back Office 
8) Credit Cards 
Dept. 
9) HR and Training 
10) Data Entry 
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  The above table depicts the list of sample organizations and the 
relevant departments set up in the organizations that add to the value 
and revenue of the organization. All most all the organizations 
irrespective of the fact that whether they are manufacturing units or 
Service based. The common departments that we could see in almost 
all of them are Purchase, Sales, Human Resources, Finance, 
Operations, Marketing and Distribution, Audit and Tax, 
Documentation and Back Office and HR and Training. 
 
  Apart from these departments, there are many but are related to 
the type of industry the company is involved in. The researcher has 
undertaken most of the sample units from manufacturing areas and 
there are 2 units which belong to service areas. Most of the 
organizations are very old and renowned and have been pioneers in the 
filed of manufacturing and providing services to the mass clientele. 
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Table 5.2 : Organization’s having Separate Training Departments 
Having Separate 
Training Depts.” Sr. 
No. 
Name of Organizations 
Yes No 
1 Tata Refractories Pvt. Ltd.; Orissa Yes - 
2 Rourkela Steel Plant; Orissa Yes - 
3 State Bank of India; Orissa Yes - 
4 Cara Operations Ltd; Toronto Yes - 
5 Damas LLC; Dubai Yes - 
 
Every organization has its own separate Training department. 
From the table above it can be seen that all the organizations which 
are the part of the sample survey have their own training departments. 
It has been felt that without the training department the organizations 
loose their hold over the staff recruited and without undergoing the 
process of training one does not fit to the culture and finds too hard to 
get adjusted with the job profile too.  
 
The upcoming industries whether it be manufacturing or service 
based have set up their own training departments and have proved that 
they are in a kind a re-engineering department that leads to revenue 
generation at a later stage. 
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Table 5.3 : “Information about Trainers” 
Sr. 
No. 
Name of 
Organizations 
Name of Trainers Qualifications Years of 
Exp. 
1 Tata Refractories 
Pvt. Ltd.; Orissa 
1) Mr. Abdul 
Rahim 
 
 
2) Mr. A. K. Gupta 
3) Mr. S. Bhargav 
 
4) Mr. P. B. Panda 
5) Mr. D. Behra 
M.Sc. and 
Diploma in 
Social Science 
B.Com.; 
M.B.A. 
M.Com.  
(A/c. HDNS) 
B.Com. NIIT 
B.A. 
13 years 
 
 
8 years 
4 years 
 
8 years 
10 years 
2 Rourkela Steel 
Plant; Orissa 
1) Mr. S. B. Rath 
2) Mr. M. 
Chakraborty 
3) Mr. J. K. Dadel 
 
4) Mr. P. K. 
Mishra 
5) Mr. A. 
Mukhrjee 
M.Sc. 
M.Sc., M.B.A. 
 
M.B.A. 
(Marketing) 
M.A. NIIT 
M.Com. (Mgt.) 
12 years 
15 years 
 
8 years 
 
8 years 
7 years 
3 State Bank of 
India; Rourkela; 
Orissa 
1) Mr. S. K. 
Pattnaik 
2) Mr. P. K. Naik 
 
3) Mr. B. Topno 
4) Mr. S. K. Sahoo 
B.A., LLB., 
CAIIB 
B.Sc. (Hon.); 
CAIIB 
B.Com. 
B.A., CAIIB 
1 year 
 
1 year 
 
3 years 
2 years 
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4 Damas LLC; 
Dubai 
1) Miss Priya 
Chopra 
M.B.A. (HR) 
Training 
Course from 
Reputed 
Training 
Institute of 
United Arab 
Emirates 
10 years 
5 Cara Operations 
Ltd; Toronto 
Canada 
Mr. Gush Brooks 1) High School 
Diploma 
2) Hospitality 
and Tourism 
Course 
5 and 
Above 
Years 
 
  Training has been defined as the process of driving in the 
positive behaviour in a person. The task being related to imparting of 
skills and knowledge, it is expected that the person imparting training 
need to highly skilled on the various aspects of training and 
development. The above table shows the qualifications acquired by the 
Managers-Training in their respective filed over a period of years and 
the experience bagged by them. Most of the trainers are post-Graduate 
in their fields and have training experience of over 5 years and plus.  
 
  They have mastered in their own areas and have specialized 
skills in imparting knowledge both on Technical and Behavioural and 
attitudinal aspects. 
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Table 5.4 : “Identification of Training Needs” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel 
Plant; 
Orissa 
State 
Bank of 
India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
List of 
Needs 
Yes No Yes No Yes No Yes No Yes No 
1 Activity 
Analysis 
42 8 47 3 30 - 50 - 50 - 
2 Problem 
Analysis 
42 8 42 8 25 5 46 4 44 6 
3 Task 
Analysis 
39 11 50 - 30 - 50 - 46 4 
4 Man 
Analysis 
33 17 44 6 30 - 46 4 48 2 
5 Behaviour 
Analysis 
30 20 40 10 30 - 50 - 46 4 
6 Performance 
Analysis 
30 20 48 2 30 - 50 - 50 - 
7 Org. 
Analysis 
31 19 43 7 30 - 41 9 46 4 
8 Analysis of 
Equip. 
45 5 48 2 - 30 48 2 40 10 
 
  Training Programmes are not devised just for the hack of 
conducting training and imparting knowledge which may have 
restricted use and hence it is the most important sto identify the 
Training Needs at the outset and then tailor out the programmes based 
on the needs of the employees. From the above table it can be drawn 
out that most of the organizations depend on analysis of Activity, 
Problems, Task, Behaviour and Performances of the candidates.   
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Table 5.5 : “Training Programmes Based on Cadres” 
Programmes 
Based on Cadres Sr. 
No. 
Name of Organizations 
Yes No 
1 Tata Refractories Pvt. Ltd.; Orissa Yes - 
2 Rourkela Steel Plant; Orissa Yes - 
3 State Bank of India; Orissa Yes - 
4 Cara Operations Ltd; Toronto Yes - 
5 Damas LLC; Dubai Yes - 
 
  In every organization the employees recruited have different 
cadres and their job functions and job descriptions too depend on the 
cadre. The table above shows that Training Programmes in any 
organization are dependant on the cadre of the employees. Almost all 
the organizations have Programmes based on the cadre of the 
employees. 
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Table 5.6 : “Identification of Sources for Training Needs” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel Plant; 
Orissa 
State 
Bank of 
India; 
Orissa 
Cara 
Operatio
ns Pvt. 
Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
List of 
Needs 
Yes No Yes No Yes No Yes No Yes No 
1 Articles 40 10 45 5 22 8 42 8 43 7 
2 Books 43 7 47 3 25 5 46 4 42 8 
3 Case Studies 36 4 45 5 30 - - 50 50 - 
4 Complains 4 46 5 45 20 10 40 10 - 50 
5 Suggestions 9 41 3 47 24 6 43 7 50 - 
6 Grievances 5 45 - 50 24 6 47 3 - 50 
7 Dept. 
Reports 
42 8 8 42 25 5 45 5 50 - 
8 Rumours - 50 - 50 - 30 16 34 - 50 
 
  Identifying the Training needs have always remained a debated 
topic for the corporate trainers. The table above reveals the sources for 
identifying the training needs, of which most of the companies rely on 
Articles, Books, Case studies and Departmental Reports. Rumours and 
Complains have never been a source of identifying training needs.    
  Training Need Analysis has been one of the most important 
functions of the organization and from above the table it can be 
concluded that most of the organizations depend on Articles, Books, 
Case Studies, Departmental Reports and suggestions from the senior 
employees of the organization for identifying the training needs. 
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Table 5.7 : “Information about Training Methods for Managers 
and Employees” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel Plant; 
Orissa 
State Bank 
of India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Training 
Method 
Mgr Emp Mgr Emp. Mgr Emp. Mgr Emp. Mgr Emp. 
1 Lecture 
Method 
50 18 50 22 30 12 50 21 50 20 
2 Lect Cum 
Discuss 
50 18 50 27 30 13 50 27 50 30 
3 Role Playing 38 8 32 10 30 - 32 12 - - 
4 Video 
Recording 
50 12 50 17 30 20 50 35 50 25 
5 Case Study 50 10 50 7 30 - 28 - 50 - 
6 Group 
Exercise 
50 50 50 50 30 30 50 50 - - 
7 Sensitivity 
Trg. 
45 35 33 26 - - 41   30 - - 
8 Seminars 50 20 50 21 30 12 50 - 50 30 
9 Presentations 50 8 50 12 30 - 50 32 50 20 
10 Local visits 37 7 43 17 20 10 42 38 - - 
11 Induction Trg. 43 5 50 20 30 10 50 50 50 50 
12 Mgt. Dev. and 
Supervisory 
Training 
45 15 43 11 22 9 40 - 50 - 
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The table above talks about the different sets of training 
programmes for the managers of different cadres. On analyzing the 
survey content, it can be said that most of the training methods 
specified above are being implemented depending upon the cadres of 
the employees. The analysis shows that few of the companies do not 
follow the role play methods and case studies method for training their 
employees as they do not bear fruitful results for them.  
 
Most of the corporates follow the Induction training for all their 
employees. Some of the organizations even prefer management 
development programmes for the higher cadres employees. Companies 
prefer to follow Lecture cum Discussion method, Seminars and Group 
exercises for imparting induction to the trainees. Overall the methods 
though traditional have not lost their variegated utility till date.  
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Table 5.8 : “Information about Implementation of Training 
Programmes” 
Sr. 
No. 
Name of the Organizations In House 
Facility 
Out – 
House 
Facility 
1 Tata Refractories Pvt. Ltd; 
Orissa 
80% 20% 
2 Rourkela Steel Plant; Orissa 60% 40% 
3 State Bank of India; Orissa 70% 30% 
4 Cara Operations Ltd; Toronto 50% 50% 
5 Damas LLC; Dubai 100% - 
 
The above table highlights on the information about the 
implementation of the training programmes. The respondents have 
shared their opinions on the same and the ultimate outcome is that 
most of the Organizations have in-house training facilities and to some 
extent they rely on the out-house training facility. Most of the 
organizations have their own training departments and only specific 
training programmes are being conducted in Hotels and conference 
rooms where the target audience cannot be accommodated or the 
course content is such that it requires spacious areas where most of the 
activities could be conducted in fair ways. 
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Table 5.9 : “Information about Dependency on Training Methods” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel Plant; 
Orissa 
State Bank 
of India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Training 
Method 
Mgr Emp Mgr Emp Mgr Emp Mgr Emp Mgr Emp 
1 In House 
External 
Facility 
Yes Yes Yes Yes Yes Yes No No No No 
2 In House 
Internal 
Facility 
Yes Yes Yes Yes Yes Yes No No Yes Yes 
3 External 
Agencies 
Yes Yes Yes Yes Yes Yes No No No No 
4 On-the Job 
Training 
Methods 
Yes Yes Yes Yes Yes No Yes Yes Yes Yes 
5 Off the Job 
Training 
Methods 
Yes No Yes No Yes No No No No No 
6 Training 
Abroad 
Yes No Yes No No No No No Yes No 
 
The table above carries in it the information on the dependency 
of the variety of methods used in the delivery of the training 
programmes. Companies are never self sufficient in imparting all 
kinds of inputs as there are matters in which the companies are not 
indulged in. Here the companies rely on the external sources for 
satiating their needs. Most sample units have to depend on external 
agencies for meeting their training needs. They too have their own 
devised ways of on the job as well as off the job training methods. 
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Table 5.10 : “Information about Physical Facilities for Training” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel Plant; 
Orissa 
State Bank 
of India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Training 
Method 
Mgr Emp Mgr Emp Mgr Emp Mgr Emp Mgr Emp 
1 Class Room 
Facility 
Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes 
2 Accommodati
on facility 
Yes Yes Yes Yes Yes No Yes Yes Yes Yes 
3 Arrangement 
for 
conveyance 
Yes Yes Yes Yes No No Yes Yes Yes Yes 
4 Food and 
medical care 
Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes 
5 Equipments 
used for 
training 
Yes Yes Yes Yes Yes No No Yes Yes Yes 
6 Recreation 
facility 
Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes 
7 Welfare 
activity 
Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes 
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Physical facilities provided to the trainees stand tall with regards 
to its impact of the programmes on the trainees. The table above is a 
survey on the physical facilities provided to the trainees during the 
session. Besides the content, the trainer and the training material, what 
can’t be ignored are the physical facilities provided to the candidates 
while they are in training for days together. The training infrastructure 
has a lot of impact on the success of the training program. The 
candidates must be provided comfort prone accommodation, good 
food, conditioned equipments, a good class room followed by 
attractive recreation facility that helps them learn new things. 
 
The above table reveals that almost all the sample units are well 
equipped with infrastructure facilities that provide a good class room, 
food, recreation grounds and many more. 
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Table 5.11 : “Information about Size of the Class” 
Sr. 
No. 
Name of the Org. 1-10 11-20 21-30 31-40 41-50 
1 Tata Refractories 
Pvt. Ltd. Orissa 
Yes Yes Yes No No 
2 Rourkela Steel 
Plant; Orissa 
Yes Yes Yes Yes Yes 
3 State Bank of India; 
Rourkela; Orissa 
Yes Yes Yes Yes No 
4 Cara Operations 
Ltd; Toronto; 
Canada 
Yes Yes No No No 
5 Damas LLC; Dubai Yes Yes No No No 
 
The size of the class room have a lasting impact on the quality 
of the training programme and the level of hold on the candidates 
during the session. The table above reveals the survey on the size of 
the class room that affects the quality of Training Programmes 
delivered. On an average the size of the classroom should never 
exceed twenty participants so that they can be well attended and their 
opinions too can be seconded. A big class size makes the session 
lopsided and creates discontent when the opinions are not counted 
upon. 
The above table reveals that 3 out of 5 sample units have a class 
size of not more than 20 candidates. Except for Rourkela Steel Plant, 
manufacturing concern where the recruits are high the class size has 
exceeded even 40 candidates. It is advisable to have a class size that 
enables to implant the objective of the session.
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Table 5.12 : “Information about Facilities for Sitting 
Arrangements” 
Sr. 
No. 
Types of 
Arrangement 
Tata 
Refractori
es Pvt. 
Ltd. 
Orissa 
Rourkela 
Steel 
Plant; 
Orissa 
State 
Bank of 
India; 
Rourkela 
Cara 
Operations 
Toronto; 
Canada 
Damas 
LLC; 
Dubai 
1 Round Table Yes Yes Yes Yes No 
2 Semi – Circle Yes Yes Yes Yes No 
3 Rectangular Yes Yes Yes Yes Yes 
4 In Others 
Specify 
No No No Oval No 
 
The table above reveals the information on the level of comfort 
provided to the participants during the Training programmes which 
require the mental presence for long hours. To make the sessions 
quality effective, sitting patterns are of utmost importance to hold the 
interest level of the trainees. A good sitting pattern is a must need base 
to create interest among the participants and make the sessions 
interactive. A disorganized pattern of sitting will make the session 
monotonous and less interactive with mismatch of the expectations 
with the desired results. 
 
The table above reveals that the sitting pattern followed by the 
sample units is highly organized that creates an environment for 
effective end results. 
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Table 5.13 : “Is the Organization Well-Furnished, Lighted and 
Ventilated” 
Sr. 
No. 
Name of the Organizations Yes No 
1 Tata Refractories Pvt. Ltd; Orissa Yes x 
2 Rourkela Steel Plant; Orissa Yes x 
3 State Bank of India; Orissa Yes x 
4 Cara Operations Ltd; Canada; Toronto Yes x 
5 Damas LLC; Dubai Yes x 
 
The researcher has made a proper account of the infrastructure 
developments with regards to the question on whether the 
organizations are well furnished and adequately ventilated, the 
obvious answer to the same shall be yes because with out which the 
Training delivery shall be highly affected and the participants mental 
presence cannot be hold so long. All the sample units are well 
furnished and properly ventilated without any deficiencies. The quality 
of training largely depends on the level of furnishings and the 
ventilation provided inside the class room.  
 306 
Table 5.14 : “Major Training Schemes of Your Organization” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel 
Plant; 
Orissa 
State Bank 
of India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Training 
Schemes 
Yes No Yes No Yes No Yes No Yes No 
1 Individual 
and Group 
Training 
Yes - Yes - Yes - Yes - Yes - 
2 Flexible 
Learning 
Yes - Yes - Yes - Yes - Yes - 
3 Self-Managed 
Training 
Yes - - Yes - Yes Yes - - Yes 
4 Online 
Education 
and 
Development 
- Yes - Yes - Yes Yes - - Yes 
5 Using 
Training 
AIDS 
Yes - Yes - Yes - Yes - Yes - 
 
In lieu of the major Training Schemes of the organization, most 
of the sample units have devised their own ways of Training methods 
but in general they follow the common Training Methods that are in 
practice in Corporates. In the above table it can be seen that the online 
method of Training is not followed in most of the sample units 
because of the limitations of the knowledge, infrastructure, language 
problem etc. Most of the sample units prefer self managed learning 
style and Group Learning methods. With regards to using Training 
aids, most of the companies cannot do away without it. 
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Table 5.15 : “Information about Evaluation Methods of Training 
Programmes” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel 
Plant; 
Orissa 
State Bank 
of India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Immediate 
Evaluation 
Methods 
Yes No Yes No Yes No Yes No Yes No 
1 Free and 
Frank 
Opinion 
Yes - Yes - Yess - Yes - Yes - 
2 About Course 
Contents 
Yes - Yes - Yes - Yes - Yes - 
3 About 
Reading 
Materials 
Yes - Yes - Yes - Yes - Yes - 
4 About 
Presentations 
Yes - Yes - Yes - Yes - Yes - 
5 About 
Mannerisms 
Yes - Yes - Yes - Yes - Yes - 
6 Intra – 
Personal 
Relationships 
Yes - Yes - Yes - Yes - Yes - 
 
On analyzing the above table it reflects that the methods applied 
for evaluation are basically based on the free and frank opinion of the 
trainees and the others who have their own contributions in the similar 
field. The modifications about the course contents also are based on 
the suggestions of the trainees if they are worth so. Modification as to 
the mannerisms and interpersonal relationships also are done hand in 
hand with the suggestions of the trainees and the other designated for 
the Training and Developmental aspects. 
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Table 5.16 : “Evaluation of Training Programmes by 
Modification” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel 
Plant; 
Orissa 
State 
Bank of 
India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Elements of 
Modifications 
Yes No Yes No Yes No Yes No Yes No 
1 Modifying the 
Contents of the 
Programme 
Yes - Yes - Yes - Yes - Yes - 
2 Changing the 
Duration of the 
Programme 
Yes - Yes - Yes - Yes - Yes - 
3 Changing the 
Faculty of the 
Programme 
Yes - Yes - Yes - Yes - No Yes 
4 Changing Time 
and Schedule of 
Participants 
Yes - Yes - Yes - No Yes  No Yes 
5 Feed-Back of 
Participants 
Yes - Yes - Yes - Yes - No - 
The researcher has tried bringing to the forefront the evaluation 
of the Training Programmes by modification and has ended up with 
the notion that almost every company feels that with the passage of 
time there must be changes in the content, duration, faculty and many 
more things related to the infrastructure of the Training programme. 
This helps them to unlearn the old ways of doing things and go 
that extra mile in performing things in the best alternative ways. Most 
of the companies follow the process of modifying the content, duration 
of the programme and even sometimes the faculty delivering the 
sessions.  
 309 
Table 5.17 : “Evaluation of Utility of Training Programmes” 
Tata 
Refractori
es Pvt. 
Ltd. 
Orissa 
Rourkela 
Steel Plant; 
Orissa 
State 
Bank of 
India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Evaluation Effects 
Yes No Yes No Yes No Yes No Yes No 
1 Whether Training 
Prog. Has Actually 
Brought About 
Desired 
Modifications 
Yes - Yes - Yes - Yes - Yes - 
2 Whether Trg. Has a 
Demonstrable Effect 
on the Task of 
Achievement of Org. 
Goals 
Yes - Yes - Yes - Yes - Yes - 
3 Whether the Present 
Method of Trg. Is the 
Most Superior One to 
Achieve Desired 
Results 
Yes - Yes - Yes - Yes - Yes - 
4 Whether the Cost of 
Trg. Commensurates 
with the 
Achievement in 
Performance of the 
job 
Yes - Yes - Yes - Yes - Yes - 
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Every Training programme is being is designed with an end 
objective of its Utility to the Trainees and every company goes for the 
evaluation of the same to find out whether the programme had a 
desired amount  of effect on the task of achieving the targets.  
 
In the above table the respondents opinions have been captured 
on the utility of the Training programmes, also aims to find out 
whether desired modifications were able to bring out the expected 
results or not. The analysis reveals that most of the present methods of 
Training implemented were able to bring out the desired results and 
they were commensurate with the performance of the Trainees. 
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Table 5.18 : “Information about Impact of Training Prog. On the Trainees” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel Plant; 
Orissa 
State Bank 
of India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Impact of 
Trainees 
Yes No Yes No Yes No Yes No Yes No 
1 Any Change 
in 
Behaviour 
and Attitude 
of 
Participants 
Yes - Yes - Yes - Yes - Yes - 
2 Focus on 
Strategic 
Decisions 
Making and 
Problem 
Solving 
Yes - Yes - Yes - Yes - Yes - 
3 Broadens 
Knowledge 
in Related 
Areas 
Yes - Yes - Yes - Yes - Yes - 
4 Covers All 
the Tools 
and 
Techniques 
of Training 
Yes - Yes - Yes - Yes - Yes - 
5 Do They 
Highlight 
Govt. 
Policy in 
Related 
Areas 
Yes - Yes - Yes - Yes - Yes - 
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In the above table the researcher has tried measuring and finding 
out the information on the Impact of a Training programme and has 
significantly raised a fact that every Training programme, be it related 
to Technical aspects or Behavioural leads to positive change in 
attitude towards both personal and professional life. 
 
 It helps trainees to focus on strategic decision making and 
problem solving abilities. It broadens their knowledge on the areas in 
which Training is being imparted to them. Along with this it also gives 
them a highlight on the new enactments of the Government Policies 
related to their specific areas of industry.  
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Table 5.19 : “Information about the Training Contents” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel 
Plant; 
Orissa 
State 
Bank of 
India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Training 
Contents 
Yes No Yes No Yes No Yes No Yes No 
1 Contents 
Related To 
Technical 
Aspects 
Yes - Yes - Yes - Yes - Yes - 
2 Related to Inter 
Personal 
Competencies 
Yes - Yes - Yes - Yes - Yes - 
3 Related to 
Social Ability 
Yes - Yes - Yes - Yes - Yes - 
4 Superior Sub-
Ordinate 
Relationships 
Yes - Yes - Yes - Yes - Yes - 
5 Sensitivity to 
Feelings 
Yes - Yes - Yes - Yes - Yes - 
 
The analysis of the above table on the Information about 
Training Content reflects that the Training Contents are well designed 
on Technical aspects which help in accomplishing the tasks and 
improving on the interpersonal competencies front. It also helps the 
candidates to maintain well balanced superior subordinated 
relationships and they are more sensitive to the feelings of the 
trainees. It helps them polished on social aspects and develop better 
relationships with the peers. 
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Table 5.20 : “Problems Faced in the Implementation of Training 
Programmes” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel Plant; 
Orissa 
State Bank 
of India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Problems 
Faced 
Yes No Yes No Yes No Yes No Yes No 
1 Related to 
Faculty 
- √ - √ - √ - √ - √ 
2 Related to 
Participants 
√ - √ - √ - √ - √ - 
3 Related to 
Admin. 
- √ - √ - √ - √ √ - 
4 Lack of 
Discussion 
with 
Superiors on 
Training 
√ - √ - - √ - √ √ - 
5 Related to 
Punctuality 
√ - √ - √ - √ - √ - 
The survey on the metric – problems in the implementation of 
the Training Programmes depicts that since ages it has always been a 
problem in implementing the Training Programmes whether it be for 
the children or the adults. It has always been thought of as process 
where some shall throughout deliver and others shall have to listen 
spell bound. A general survey reveals that there has always been a 
problem with the participants in sharing their viewpoints with the 
supervisors and their strict punctuality being maintained. The 
participants rarely have problem with the faculty who delivers the 
session and moreover the infrastructure and the administration 
facilities too are accepted. 
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Table 5.21 : “Information about Levels of Training Evaluation” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel Plant; 
Orissa 
State 
Bank of 
India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Responses 
Derived 
Yes No Yes No Yes No Yes No Yes No 
1 Did the 
Trainees Like 
the Training 
Progs. 
√ - √ - √ - √ - √ - 
2 Did The 
Trainees Learn 
Facts, principles 
and Approaches 
that Were 
Included in 
Training 
√ - √ - √ - √ - √ - 
3 Did the Job 
Behaviour 
Change Due to 
Training 
Programme 
√ - √ - √ - √ - √ - 
4 Did the Prog. 
Result Into 
Reduction of 
Costs 
√ - √ - √ - √ - √ - 
5 Did the Prog. 
Resulted in 
Reduction of 
Turnover of 
Employees 
√ - √ - √ - √ - √ - 
6 Resulted in 
Improvement in 
Production 
√ - √ - √ - √ - √ - 
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  On analyzing the data for the Levels of Training Evaluation, the 
facts that come to the forefront are that most of the Programmes are 
liked by the participants and they learn facts, principles and newer 
ways of operating which leads to a positive change in their behaviour. 
It has also been found that enabling them with enhanced ways of 
performing leads to reduction in the cost of production and at the same 
time leads to reduction in the Turn over of Employees and 
improvisation in Production. 
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Table 5.22 : “For Learning Taking Into Account the Following 
Issues” 
Tata 
Refractories 
Pvt. Ltd. 
Orissa 
Rourkela 
Steel Plant; 
Orissa 
State Bank 
of India; 
Orissa 
Cara 
Operations 
Pvt. Ltd. 
Toronto 
Damas 
LLC; 
Dubai 
Sr. 
No. 
Issues 
Yes No Yes No Yes No Yes No Yes No 
1 Has it 
Motivated 
the Trainee 
to Improve 
the 
Performance 
√ - √ - √ - √ - √ - 
2 Has it 
Illustrated 
the Desired 
Skills 
√ - √ - √ - √ - √ - 
3 Has it 
Provided 
for Active 
Participation 
by Trainee 
√ - √ - √ - √ - √ - 
4 Has it 
Provided an 
Opportunity 
to Practice 
√ - √ - √ - √ - √ - 
5 Does it 
Provide 
Timely 
Feedback 
on 
Trainee’s 
Performance 
√ - √ - √ - √ - √ - 
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6 Does it 
Provide 
Any Means 
of 
Reinforcem
ent While 
Trainees 
Learn 
√ - √ - √ - √ - √ - 
7 Does it 
Lead from 
Simple to 
Complete 
Tasks 
√ - √ - √ - √ - √ - 
8 Does it 
Encourage 
Positive 
Transfer 
from the 
Training to 
the Job 
√ - √ - √ - √ - √ - 
The tables on the Learning grounds of the trainees considering 
some of the issues reveal that almost the impact of the Training helps 
learning of the new practices. The Trainees get an impetus to put the 
best of their efforts which has resulted into desired results. It has 
provided for an active participation of the candidates in the 
programmes run for their development. It helps them to transform the 
complex task into a simple one and provides them a good ground to 
practice what had been learned throughout. 
Hence it can be concluded that on attending the Training 
Programmes it is for sure that participants unlearn the traditional ways 
and accept new ways of performing their role. 
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CHAPTER-6 
SUMMARY, FINDINGS AND CONCLUSION 
 
 Multifarious Training Practices are frame work which translates 
a company's vision and strategy into a coherent set of performance 
measures. It helps business to evaluate how well they meet their 
strategic objectives. It typically has four to six components, each with 
a series of sub-measures. Each component highlights one aspect of the 
business.  These sets of practices and methods include measures of 
performance that are lagging indicator, medium terms indicators and 
leading indicators.  
 Formulating a set of effective training methods and policies that 
links a business unit’s mission and strategy to explicit objectives and 
measures is only the start of an effective management system. These 
sets of practices must be communicated to a variety of organizational 
constituents, especially employees, corporate-level managers, and 
board of directors. When organization makes the critical transition, 
from vision to action, they experience the real excitement and gain the 
real value from implementing the devised. The initial development of 
training practices should always lead to an ongoing series of 
management processes that ultimately mobilizes and redirects the 
organization. Each management process involves linking the different 
sets of training practices. To drive some aspects of longer-term, 
strategic, balanced behaviour. 
 Globally, the practices highlighted in the entire research were 
finding that nine out of 10 companies that can formulate business 
strategies are unable to implement it. In India, the problem is more 
fundamental. A high proportion of business if not nine out of 10 does 
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not have a strategy worth speaking about. They may have bits and 
pieces – a financial strategy of a customer strategy but nothing that 
integrates everything. But the winds of change are blowing. Several 
big business groups from Tata to the Birlas to the Godrej’s are 
beginning to warm up the idea. No all of them are going by the book 
in implementing the defined training sets, but are definitely thinking 
strategy and looking at issues hampering successful deployment. 
 The chapter deals with the comparative evaluation of Training 
Practices of all the sampled units. It includes the analysis of four 
perspectives with its own objectives and measures. Thus it will 
highlight the issue that how sampled companies are framing their 
training policies and methods? A part from comparative of the 
evaluation sampled units this chapter includes the last part of the study 
i.e. summary and conclusion. 
 
Comparative Evaluation – The Training Practices Implemented by 
the Sampled Units 
 While companies have devised many sets of practices many 
purposes, what the training policies is a four layered perspective of the 
state of strategy implementation as it cascades down. The financial 
perspective lays down expectations of the shareholders, while the 
customer perspective asks “what are the customer expectations that 
must be met to attain the financial objective”. At the third level top 
management, looks at the internal processes needed in a company to 
deliver customer value. The fourth layer is about learning and 
innovation that speaks about skills and system that company must 
create to have motivated workforce that achieve overall vision and 
strategic goal. The followings are the various tables which highlight 
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the comparative study of the implementation of the Training Methods 
by the sampled units. 
 
1. Tata Refractories Pvt. Ltd: 
  The process of developing a training method translated each of 
its strategies into objectives and measures in the different 
perspectives. Particular emphasis was placed on understanding and 
describing the cause-effect relationships on which strategy was based. 
 
Table: Training Impact – Tata Refractories Ltd. 
 
Perspective  Strategic Objective Strategic Measures 
Learning and 
Growth 
L1-Development Strategic skill 
L2-Provide Strategic 
Information 
L3-Align Personal Goals 
-Strategic job 
coverage ratio 
-Strategic information 
availability 
-Employee 
satisfaction survey 
-Revenue per 
Employee 
 
  As the above table reveals the impact of training methods; which 
improves returns which will be measured by performance 
measurement tools which reduction in attrition. 
 The internal objective led naturally to a final set of factors, on 
improving employee effectiveness, to implement revenue growth 
strategy. The learning and growth component of the different methods 
identified the need for sales person’s skill development, improved 
access to information and realignment of incentive system to 
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encourage the new behaviour. They developed the objectives which 
lead to develop strategic skill, provide strategic information, and align 
personal goals. These objectives will be measured by strategic job 
coverage, strategic information availability employee satisfaction 
survey and revenue per employee. 
 
2. Rourkela Steel Plant: 
  The importance of linking outcome measures to performance 
drivers is perhaps most powerfully illustrated in steel industry. A new 
management team was brought into turn the situation round. Its 
strategy was to move the company away from its generalist approach. 
They selected few of training methods as primary tool for the new 
management team to use to lead the strategy. They defined the 
strategic objectives for the strategy and selected measures to make 
each objective operational by gaining agreement on the answer to, 
“How would we know if Rourkela Steel Plant has this objective?” 
 
Table: Training Impact – Rourkela Steel Plant 
Perspective  Strategic Objective Strategic Measures 
Learning and 
Growth 
L1-Upgrade Staff competencies 
L2-Provide strategic information 
L3-Align Personal Goals 
- Staff Training 
and Development 
- Employee 
Satisfaction Survey 
- Revenue per 
Employee 
 
 The strategic outcome measures presented a balanced view of 
the strategy learning and growth measures. Rourkela Steel Plant went 
through a second design iteration to determine the actions that people 
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should be taking in the short term to achieve the desired long term 
outcomes.  
 The ultimate success of implementation of various training 
programs will take some time to play out and will, of course, be 
influenced by many factors beyond the measurement system. The 
various training methods and policies indicators of long term 
outcomes, has been Rourkela’s Steel Plant guidance system for the 
future. 
 
3. D’Damas LLC: 
  A large integrated retail and marketing organization, is 
attempting to establish with difference in the world of jewellery 
market. It attempted to differentiate itself with the help of quality and 
brand image. It tried to create more customers driven strategy with the 
help of devising strategic policies and methods which required shift in 
organization culture. 
 
Table: Training Impact – D’Damas LLC 
Perspective  Strategic Objective Strategic Measures 
Learning and 
Growth 
L1-Organizaitonal alignment 
L2-Core competencies and skill 
L3- Access to Technology and 
information 
- Employee 
Feedback and survey 
- Staff with 
personal skills and 
development 
- Strategic job 
coverage ratio 
- Strategic system 
milestones 
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  A large integrated retail and marketing organization, is 
attempting to establish with difference in the organization. It 
attempted to differentiate itself with the help of quality and brand 
image. It tried to create more customers driven strategy with the help 
of the implementation of training methods, which required shift in 
organization culture. 
 The firm has concentrated first on the alignment of its 
workforce, making sure that employees understood the strategy which 
is measured by employee feedback and survey and were personally 
aligned with it which is measured by personal scorecards. The second 
important objective is core competencies and skills which are 
measured in terms of strategic job coverage ratio. And the third 
objective is the access to technology and information which is 
measured by strategic system milestones. 
 
4. Cara Operations: 
  Since its inception, Cara Operations has been committed to a 
leading chain group of Restaurants providing qualitative service. They 
started implementation of the training methods in the year 2002, to 
excel the opportunities by systematic strategic implementation. 
Table: Training Impact – Cara Operations 
Perspective  Strategic Objective Strategic Measures 
Learning and 
Growth 
L1 service Industry 
L2-Build partnerships with 
other stakeholders; 
L3-Serve humankind with 
sustainable quality service 
on a commercial scale 
- Time to develop 
next generation 
- Survey of various 
stakeholders 
- Development of 
more efficient restaurants 
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 The vision of the company is better services keeping in mind the 
health issues. So it has designed its objectives for the internal business 
process in terms of its vision which are global standard of quality. 
Exceed the quality, increase efficiency and reliability of their 
restaurants. 
 
 The ultimate aim under learning and growth perspective is 
divided into three objectives with three measures namely, leader in the 
service industry (time to develop next generation), build partnerships 
with all stakeholders (survey of stakeholders); serve humankind with 
sustainable quality service commercial scale. 
 
6. SBI Ltd: 
  SBI Ltd. Banking and other financial service provides catering 
to quality conscious niches, they compete against top of the league 
private banking institutions in the country. Given sampled units, SBI 
is the earliest adopter of several techniques of training and measuring 
the impact on performances. 
 
Table : Training Impact - SBI 
Perspective  Strategic Objective Strategic Measures 
Learning and 
Growth 
L1-Train people at all levels 
L2-Educate and encourage 
staff in the usage of 
technology 
L3-Empower people 
- Implementation of 
training programmes at all 
the levels 
- No. of managerial 
decision made empowered 
team 
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 In the learning and growth perspective, the objectives are to 
train people at all levels, to educate and encourage staff in the usage 
of technology and to empower people. So, it can be said that the unit 
believe completely in human resource development and there by to 
achieve growth. The measure for these objectives are also employee 
oriented i.e. number of training programme and number of decision 
made by the empowered team. 
 
Finding on the basis of ANNOVA 
  The following table contains the results of various tables 
namely, 
• Objectives of Comparative Evaluation of Training Practices. 
• Motives of the various training methods and policies. 
• Re-skilled employee’s performance evaluation 
• Learning and growth perspective 
• Benefits of the following different training methods and impact 
of the training methods. 
 
  As the above mentioned table of overall evaluation of the 
training methods of the sampled units indicates that the table value is 
more than the calculated value so researcher has drawn the conclusion 
that the null hypothesis stands. 
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FINDINGS ON THE BASIS OF HYPOTHESIS TESTING 
TABLE 18 : SOURCES OF TRAINING NEEDS 
  
TATA ROURKELA SBI CARA DAMAS SOURCE 
COUNT % COUNT % COUNT % COUNT % COUNT % 
ARTICLES 40 22% 45 31% 22 13% 42 15% 43 18% 
BOOKS 43 24% 47 32% 25 15% 46 16% 42 18% 
CASE STUDIES 36 20% 45 31% 30 18% 0 0% 50 21% 
COMPLAINTS 4 2% 5 3% 20 12% 40 14% 0 0% 
SUGGESTIONS 9 5% 3 2% 24 14% 43 15% 50 21% 
GREVIANCIES 5 3% 0 0% 24 14% 47 17% 0 0% 
DEPT. 
REPORTS 42 23% 1 1% 25 15% 45 16% 50 21% 
RUMOURS 0 0% 0 0% 0 0% 16 6% 0 0% 
                      
TOTAL 179 100% 146 100% 170 100% 279 100% 235 100% 
           
MEAN 22.375  18.25  21.25  34.875  29.375  
MEAN OF 
MEAN 25.225          
 
64.98  389.205  126.405  744.98  137.78  
SS BETWEEN 1463.35          
 
          
 
2625.875  3629.5  573.5  2088.87  4209.87  
SS WITHIN 13127.63          
           
           
Source of Variation SS d.f MS F-Ratio 5% F Limit     
       
    
Between Sample 1463.35 (5-1)=4 
1463.
35/4=
360 
360/375=
0.96 
F 
(4,35)
= 2.69 
    
       
    
Within Sample 13127
.63 
(40-5) 
=35 
13127
=375       
 
         
Total 14590 40           
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  On analyzing the above ANOVA table, it clearly indicates the 
data about the sources of Training Needs for the various sample units 
taken by the researcher for the purpose of the survey. The Mean Score 
of the respondents are 25.225 and the calculated value is 0.96. The 
Table value based on 5% F – Limit is 2.69. 
 
HO = There would be no significant differences in the sources of 
Training Needs amongst the various sampled units. (Null Hypothesis) 
 
H1= There would be significant differences in the Sources of Training 
Needs amongst the various sampled units. 
 
On the basis of the above table and the values derived, it can be 
concluded that the hypothesis stands accepted being the calculated 
value less than the Table value. From the above table it is indicated 
that for the analysis of the sources of training needs, all the sample 
units follow the same pattern for collecting the information. 
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TABLE 19 : TRAINING METHODS 
TATA ROURKELA SBI CARA DAMAS TRAINING 
METHODS COUNT % COUNT % COUNT % COUNT % COUNT % 
LECTURE 50 9% 50 9% 30 10% 50 9% 50 13% 
LECT CUM 
DISCUSSION 50 9% 50 9% 30 10% 50 9% 50 13% 
ROLE PLAY 38 7% 32 6% 30 10% 32 6% 0 0% 
VIDEO 
RECORDING 50 9% 50 9% 30 10% 50 9% 50 13% 
CASE STUDY 50 9% 50 9% 30 10% 28 5% 50 13% 
GROUP 
EXERCISE 50 9% 50 9% 30 10% 50 9% 0 0% 
SENSITIVITY 
TRAINING 45 8% 33 6% 0 0% 41 8% 0 0% 
SEMINARS 50 9% 50 9% 30 10% 50 9% 50 13% 
PRESENTATIONS 50 9% 50 9% 30 10% 50 9% 50 13% 
LOCAL VISITS 37 7% 43 8% 20 6% 42 8% 0 0% 
INDUCTION 
TRAINING 43 8% 50 9% 30 10% 50 9% 50 13% 
MGT DEV & 
SUPERVISORY 
TRAINING 45 8% 43 8% 22 7% 40 8% 50 13% 
TOTAL 558 100 551 100 312 67 533 66 400 63 
           
MEAN 46.5  45.916  26  44.41667  33.33333  
MEAN OF MEAN 39.23333          
 
633.6533  536.0033  2101.453  322.4033  417.72  
SS BETWEEN 4011.233          
 
          
 
265  510.9166  872  678.9167  6666.667  
SS WITHIN 8993.5          
           
           
 
Source of 
Variation SS d.f MS 
F-
Ratio 
5% F 
Limit 
   
 
 
     
 
 
   
 
Between Sample 4011.23 (5-1) 
=4 1002.80 6.132 
F(4,55)= 
2.52 
   
 
       
   
 
Within Sample 8993.5 (60-5) 
=55 163.51      
 
 
     
   
 
Total 13004.7 59          
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  On analyzing the above ANOVA table, it clearly indicates the 
data about the Training Methods followed by the various sample units 
taken by the researcher for the purpose of the survey. The Mean Score 
of the respondents are 39.23 and the calculated value is 6.13. The 
Table value based on 5% F – Limit is 2.52. 
 
HO = There would be no significant differences in the sources of 
Training Methods amongst the various sampled units. (Null 
Hypothesis) 
 
H1= There would be significant differences in the Sources of Training 
Methods amongst the various sampled units. 
 
  On the basis of the above table and the values derived, it can be 
concluded that the hypothesis stands rejected being the calculated 
value more than the Table value. On the basis of the data, the 
researcher can conclude that all the sample units have a significant 
difference in the training method adopted. All the units have that own 
methods of training and development as the nature, size and 
involvement of the employees of an organization have remarkable 
influence on the adoption of training methods. 
 
 334 
TABLE 20 : TRAINING NEEDS 
 
TATA ROURKELA SBI CARA DAMAS SOURCE 
COUNT % COUNT % COUNT % COUNT % COUNT % 
ACTIVITY ANALYSIS 42 14% 47 13% 30 15% 50 13% 50 14% 
PROBLEM ANALYSIS 42 14% 42 12% 25 12% 46 12% 44 12% 
TASK ANALYSIS 39 13% 50 14% 30 15% 50 13% 46 12% 
MAN ANALYSIS 33 11% 44 12% 30 15% 46 12% 48 13% 
BEHAVIOUR 
ANALYSIS 30 10% 40 11% 30 15% 50 13% 46 12% 
PERFORMANCE 
ANALYSIS 30 10% 48 13% 30 15% 50 13% 50 14% 
ORG. ANALYSIS 31 11% 43 12% 30 15% 41 11% 46 12% 
ANALYSIS OF EQUIP. 45 15% 48 13% 0 0% 48 13% 40 11% 
                      
TOTAL 292 100 362 100 205 100 381 100 370 100 
           
MEAN 36.5  45.25  25.625  47.625  46.25  
MEAN OF MEAN 40.25          
 
112.5  200  1711.12  435.125  288  
SS BETWEEN 2746.75          
 
          
 
266  85.5  771.875  71.875  75.5  
SS WITHIN 1270.75          
           
           
Source of Variation SS d.f MS F-Ratio 5% F Limit     
 
       
    
Between Sample 2746.75 (5-1)=4 686.6875 18.9132 F(4,35)
= 2.69     
       
    
Within Sample 1270.75 (40-5)=35 36.3071429       
 
     
    
Total 4017.5 40           
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  On analyzing the above ANOVA table, it clearly indicates the 
data about the Training Needs of the various sample units taken by the 
researcher for the purpose of the survey. The Mean Score of the 
respondents are 40.25 and the calculated value is 18.91. The Table 
value based on 5% F – Limit is 2.69. 
 
HO = There would be no significant differences in the sources of 
Training Methods amongst the various sampled units. (Null 
Hypothesis) 
 
H1= There would be significant differences in the Sources of Training 
Methods amongst the various sampled units. 
 
  On the basis of the above table and the values derived, it can be 
concluded that the hypothesis stands rejected being the calculated 
value more than the Table value. The researcher can conclude that 
there is a significant difference in the sources of training needs being 
adopted by the different organizations. All the units have their own 
sources of analyzing the training needs because the sample units being 
categorized into services sector and industrial sector, they have their 
own sources of training needs. 
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CONCLUSION 
 
 Many authors on Training and Development have developed 
innovative and multi-dimensional corporate performances 
measurement techniques called training methods and strategies 
framework for selecting multiple key performance indicators that 
supplement in measuring customer satisfaction, internal business 
process and learning growth activities. 
 Companies initially selected from various  methods of training 
for a variety of reasons, including clarifying and gaining consensus on 
strategy, focusing organizational change initiatives, developing 
leadership capabilities at strategic business units, and gaining 
coordination and economic across multiple business units. In general, 
organizations can achieve these targeted objectives with the 
development of an Training and Development Department. But the 
development of the department especially, the process among senior 
managers to define the objectives, measures, and targets for the 
performances ultimately reveals an opportunity to use the techniques 
in a far more pervasive and comprehensive manner than originally 
intended. 
 What started out as a quest to improve performance 
measurement systems has evolved into an approach that helps 
executives solve perhaps their most central issue; how to implement 
strategy, particularly one that requires radical changes. The process of 
developing a particular method of training gives an organization, 
usually for the first time, a clear picture of the future and a path for 
getting there. When organizations make the critical transition, from 
vision to action, they experience the real excitement and gain the real 
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value from implementing different methods of training. The initial 
development of training method should always lead to an ongoing 
series of management processes that ultimately mobilizes and redirects 
the organization. Each management process involves linking the 
training strategy scorecard to drive some aspect of longer term, 
strategic balanced behaviour. 
 The different technique of training are very popular in foreign 
companies has proved excellent result in so many companies. Even in 
India now business units have initiated the use of the various training 
methods. So many giants of Indian corporate have tasted the success 
with the help of implementing several training techniques. To name 
them, Tata Motors, Godrej, Infosys, Mahindra and Mahindra, ICICI 
Bank, Tata Chemicals, and so on. 
 This study is based on primary data related to the sampled 
companies. The study is related with relevance development / 
implementation of training methods with performance evaluation of 
the selected 3 India Corporate units and 2 Units from Abroad. The 
researcher has tried to collect all possible data about the 
implementation of the different training methods in the sampled units. 
On the other hand researcher has tried to relate the use of such 
methods in performance evaluation. The researcher has concluded that 
the objectives set successfully met in the sampled units and they are 
using training techniques all levels as a tool of performance evaluation 
and strategy implementation. But as the Universe of study is large 
researcher has covered only firms. Thus this study has scope of further 
investigation. As many techniques of training been evolved as recent 
practice among Indian companies, the study itself is an investigation 
for the new concept. 
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QUESTIONNAIRE 
1. NAME OF THE ORGANIZAITON 
2. YEAR OF ESTABLISHMENT 
3. TYPES OF BUSINESS 
4. NUMBER OF DEPARTMENTS 
5. DOES YOUR ORGANIZATION HAVE A SEPARATE 
TRAINING    DEPARTMENT? 
A. IF YES THEN THE YEAR OF ESTABLISHMENT 
B. IF NO THEN SPECIFIES THE DEPARTMENT WHICH IS 
RESPONSIBLE FOR IMPARTING TRAINING: 
6. NAME OF THE TRAINER OR THE HEAD OF THE 
TRAINING DEPARTMENT: 
A. QUALIFICAITONS 
B. YEARS OF EXPERIENCE 
C. YEARS OF EXPERIENCE FOR TRAINING TASKS 
7. HOW DOES THE ORGANIZATION IDENTIFY THE 
TRAINING NEEDS? 
A. ACTIVITY ANALYSIS 
B. PROBLEM ANALYSIS 
C. TASK ANALYSIS 
D. MAN ANALYSIS 
E. BEHAVIOUR ANALYSIS 
F. PERFORMANCE ANALYSIS 
G. ORGANIZAITONAL ANALYSIS 
H. ANALYSIS OF EQUIPMENT 
I. SIMULATION 
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8. DO YOU HAVE TRAINING PROGRAMS ACCORDING TO 
CADRE OF EMPLOYEES? 
 
9. ON WHAT SOURCES DO YOU DEPEND FOR IDENTIFYING 
TRAINING NEEDS? 
A) ON ARTICLES 
B) ON BOOK 
C) ON CASE STUDIES 
D) ON COMPLAINS 
E) ON SUGGESTIONS 
F) ON GRIEVANCES 
G) ON DEPARTMENTAL REPORTS 
H) ON GRAPEVINE/ RUMOURS 
 
10. INFORMATION ABOUT TRAINING METHODS M S E 
A) LECTURE METHOD 
B) LECTURE CUM DISCUSSION METHOD 
C) ROLE PLAYING 
D) CLOSE CIRCUIT VIDEO RECORDING 
E) CASE METHODS/STUDY 
F) GROUP EXERCISE 
G) SENSITIVITY TRAINING 
H) SEMINARS 
I) PRESENTATIONS 
J) LOCAL VISITS 
K) INDUCTION TRAINING 
L) VESTIBULE TRAINING 
M) MANAGEMENT DEVELOPMENT AND SUPERVISORY 
TRAINING 
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M= MANAGER  S= SUPERVISORS E=EMPLOYEES 
 
11. INFORMATION ABOUT THE IMPLEMENTAITON OF 
TRAINING PROGRAMME 
 THE FACILITY FOR THE IMPLEMENTATION OF THE 
TRAINING PROGRAMME 
A) INHOUSE FACILITY 
B) OUTHOUSE FACILITY 
 
12. DO YOU HAVE TRAINING PROGRAMMES ACCORDING 
TO THE CADRE         
A) FOR THE MANAGERS 
B) FOR THE SUPERVISORS 
C) FOR THE WORKERS 
 
13. ARE YOU DEPENDANT ON :   M S E 
A) INHOUSE EXTERNAL FACILITY 
B) INHOUSE INTERNAL FACILITY 
C) EXTERNAL AGENCIES 
D) ON THE JOB TRAINING METHODS 
E) OFF THE JOB TRAINING METHODS 
F) TRAINING ABROAD 
 
14. PHYSICAL FACILITIES FOR TRAINING  : M S E 
A) CLASS ROOM FACILITY 
B) ACCOMODATION FACILITY 
C) ARRANGEMENT FOR CONVEYANCE 
D) FOOD AND MEDICAL CARE 
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E) EQUIPMENT USED FOR TRAINING 
F) RECREATION FACILITY 
G) WELFARE ACTIVITY 
 
15. SIZE OF THE CLASS  
[SPECIFY THE NUMBER OF PARTICIPANTS]: 
 
16. THE FACILITIES FOR SITTING ARRANGEMENT  
A) ROUND TABLE  
B) SEMI CIRCLE 
C) RECTANGULAR 
D) IF OTHERS SPECIFY 
 
17. DOES YOUR ORGANIZAITON HAVE A WELL 
FURNISHED, PROPERLY LIGHTED AND VENTILATED 
CLASS ROOM? 
 
18. THE MAJOR TRAINING SCHEMES OF YOUR 
ORGANIZATION 
A) INDIVIDUAL AND GROUP TRAINING 
B) FLEXIBLE LEARNING 
C) SELF MANAGED TRAIING 
D) ONLINE EDUCAITON AND DEVELOPMENT 
E) USING TRAINING AIDS 
 
19. THE EVALUATION METHODS OF TRAINING 
PROGRAMME 
 A. IMMEDIATE EVALUATION   
A) FREE FRANK OPINION 
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B) ABOUT THE COURSE CONTENTS 
C) ABOUT READING MATERIAL 
D) ABOUT PRESENTAITONS 
E) ABOUT MANNERISMS 
F) INTRA PERSONAL RELATIONSHIPS 
 
 B. EVALUATION OF TRAIING PROGRAMME BY 
MODIFICAITIONS 
A) BY MODIFYING THE CONTENTS OF THE PROGRAMME 
B) BY CHANGING THE DURAITON OF THE PROGRAMME 
C) BY CHANGING THE FACULTY OF THE PROGRAMME 
D) BY CHANGING THE TIME AND SCHEDULE OF 
PARTICIPANTS 
E) BY FEED BACK OF THE PARTICIPANTS 
 
20. EVALUATION OF THE UTILITY OF TRAINING YES   NO 
A. WHETHER THE TRAINING PROGRAMME HAS 
ACTUALLY BROUGHT ABOUT THE DESIRED 
MODIFICATION IN BEHAVIOUR OR NOT? 
 
B. WHETHER TRAINING HAS A DEMONSTRABLE EFFECT 
ON THE TASK OR ACHIEVEMENT OF ORGANIZAITONAL 
GOALS? 
 
C. WHETHER THE PRESENT METHOD OF TRAINING IS 
THE MOST SUPERIOR ONE TO ACHIEVE THE DESIRED 
RESULTS? 
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D.WHETHER THE COST OF TRAINING COMMENSURATES 
WITH THE ACHIEVEMENT IN PERFORMANCE OF THE 
JOB? 
 
21. TO WHAT EXTENT THE TRAINING PROGRAMME HAVE 
THE IMPACT ON THE TRAINEES?    
A. DO THEY CHANGE THE BEHAVIOUR AND ATTITUDE 
OF PARTICIPANTS? 
B. DO THEY FOCUS ON STRATEGIC DECISION MAKING 
AND PROBLEM SOLVING? 
C. DO THEY BROADEN THE KNOWLEDGE IN THE 
RELATED AREAS? 
D. DO THEY COVER ALL THE TOOLS AND TECHNIQUES 
OF TRAINING? 
E. DO THEY HIGHLIGHT GOVT. POLICY IN THE 
RELATED AREA? 
 
22. INFORMATION ABOUT THE TRAINING CONTENTS : 
A) CONTENTS RELATED TO TECHNICAL ASPECT 
B) CONTENTS RELATED TO INTERPERSONAL 
COMPETENCES 
C) CONTENTS RELATED TO SOCIAL ABILITY 
D) SUPERIOR SUB-ORDINATE RELATIONSHIPS 
E) SENSITIVITY TO FEELINGS 
 
23. THE PROBLEMS FACED IN THE IMPLEMENTATION OF 
THE TRAINING PROGRAMMES 
A) ARE THEY RELATED TO FACULTY? 
B) ARE THEY RELATED TO PARTICIPANTS? 
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C) ARE THEY RELATED TO ADMINISTRATION? 
D) LACK OF DISCUSSION WITH SUPERIORS ON TRAINING? 
E) ARE THEY RELATED TO PUNCTUALITY? 
 
24. INFORMATION ABOUT THE LEVELS OF TRAIING 
EVALUATION. 
 
A) DID THE TRAINEES LIKE THE TRAINING PROGRAMME? 
B) DID THE TRAINEES LEARN THE FACTS, PRINCIPLES 
AND APPROACHES THAT WERE INCLUDED IN 
TRAINING? 
C) DID THEIR JOB BEHAVIOUR CHANGE BECAUSE OF THE 
PROGRAMME? 
D) HAS THE PROGRAMME RESULTED IN THE REDUCTION 
OF COST? 
E) HAS THE PROGRAMME RESULTED IN THE REDUCTION 
OF THE TURNOVER? 
F) HAS IT RESULTED IN THE IMPROVEMENT IN 
PRODUCTION? 
 
25. HAS THE TRAINING METHODS PROVIDED FOR 
MINIMAL CONDITIONS FOR LEARNING TAKING INTO 
ACCOUNT THE FOLLOWING ISSUES      
  
B) HAS IT MOTIVATED THE TRAINEE TO IMPROVE THE 
PERFORMANCE? 
C) HAS IT ILLUSTRATED DESIRED SKILLS 
D) HAS IT PROIVDED FOR ACTIVE PARTICPATION BY THE 
TRAINEE 
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E) HAS IT PROVIDED AN OPPORTUNITY TO PRACTISE? 
F) DOES IT PROIVDE TIMELY FEEDBACK ON THE 
TRAINEE’S PERFORMANCE? 
G) DOES IT PROVIDE ANY MEANS OF REINFORMCEMENT 
WHILE THE TRAINEE LEARNS? 
H) DOES IT LEAD FROM SIMPLE TO COMPLEX TASKS? 
I) IS IT ADAPTABLE TO PROBLEMS? 
J) DOES IT ENCOURAGE POSITIVE TRNASFER FROM THE 
TRAINING TO THE JOB? 
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